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COLLECTIVE BARGAINING AGREEMENT

PREAMBLE

Thrs Collectwe Bargaining Agreement is entered into between the County of Cook and
. the Treasurer of Cook County as joint employers of employees covered by this Agreement
(hereinafter collectively referred to as the “Employer”) and Local 73 - Service Employees
* International Union (S.E.LU.), AFL CIO (heremafter referred to as the “Umon”)

ARTI_CLE I
Recognition

'Sectlon 1.1 Representatlve Unit: N
The Employer- recogrizes the Union as the sole and exoluswe representatrve for all employees of
the Employer in the job classifications set forth in Appendix A of this Agreement and excluding
all confidential employees, technicals, professionals, supervisors, managers seasonal employees
all industrial relations and personnel department employees

Section 1.2 UlllOIl Membershm
The Employer does not object to Union membersh1p by its employees and believes that certain
benefits may inure from such membership. For the purpose of this Section, an employee shall he
considered 1o be 4 member of the Union if he/she t1me1y tenders the. dues and initiation fee
‘required as a condition of membership. :

Section 1. 3 Dues Checkoff:

With ‘respect. to any employee from whom - the Employer receives individual Wrrtten
authorization, 31gned by the employee, in a form agreed upon by the Union and the Employer,
the Employer shall deduct from the wages of the employee the dues and initiation fee required as
a condition of membership in the Union, or a representation fee, and shall forward such amount
to the Union within thirty (30) calendar ‘days after close of the pay period for which the

.deductions are made. The amounts deducted shall be set by the Union, and the Employer shall
oontmue to retam a service oharge of five cents (5 ¢) for makmg each such deduction.

The Union shall advise the Employer of any increase in dues farr share fees, or other approved |
deductions in writing at least forty-five (45) days prior to its effective date. The Employer shall
implement the mcrease in the ﬁrst full period on or after the effective date.” :

The pames acknowledge and agrée that. the phase 'written authorrzatron as provided in
this Agreement include authorizations created and maintained by use of electronic
records and electronic signatures consistent with State and federal law. . ‘

© Section 1.4 “Fair Share”;

1. The County shall grant “Fair Share” to the Union in accordance with Sections 6(e)-(g) of .
the Illinois Public Labor Relations Act upon satisfactory demonstration to the County that
the Union has more than fifty percent (50%) of the eligible employees in the bargaining
unit signed up as dues paying members. Once this condition has been met, all employees
covered by this Agreement will within thirty (30) days of the Union meeting said
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condition or within thirty (30) days of their employment by the County either (1) become
members of the Union and pay to the Union regular Union dues and fees or (2) pay to the
Union each month their fair share of the Union’s costs of the collective bargaining

- process, contract administration and pursuing matters affeotmg employee wages, hours
and other conditions of employment.

2. Such fair share payment by non-members ShE__lll be deducted by the ‘County from the
~earnings of the non-member employeés and remitted to the Union, provided, however,
that the Union shall certify to the County the amount constituting said fair share, not
exceeding the dues uniformly required of members of the Union, and shall eertify that
said amount constitutes the non-members’ proportionate share of the Union’s costs of the

~ collective bargaining process, contract administration and pursuing matters affecting
employee wages, hours and other conditions of employment,

3. Upon receipt of such certiﬁcetion, the County shall cooperate with the Union to ascertain
the names- of and addresses of all employee non-members of the Union from whose
earnings the fair share payments shall be deducted and their work locations.

4. Upon the Union’s receipt of notice of an objection by a non-member to the fair share
amount, the Union shall deposit in an escrow account, separate from all other Union
funds, fifty percent (50%) of all fees being collected from non-union employees. The
Union shall furnish objectors and the County with verification of the terms of the escrow
arrangement and, upon request, the status of the furd as reported by the bank.

5. - The escrow fund will be established and maintained by a reputable independent bank or
trust company and the agréement therefore shall provide that the escrow accounts be
interest bearing at the highest possible rate; that the escrowed funds be outside of the
Union’s control until the final disposition of the objection; and that the escrow fund will
terminate and the fund therein be distributed by the terms of an ultimate award,
determination, or judgment including any appeals or by the terms of a mutually agreeable
settlement between the Unjon and an Ob_] ector or group of objectors, :

6. . If an ultimate dec151on in any proceeding under state or federal law directs that the
amount of the fair share should be different than the amount fixed by the Union, the
Union shall promptly adopt said determination and notify the County to change
deductions from the eammgs of non-members to said prescribed amount.

Section 1.5 - Religion Exemption:

Employees who are members of a church or religious body having a bona fide re11g1ous tenet or
teaching which prohibits the payment of a fair share contribution to a union shall be required to
pay an amount equal to their fair share of Union dues, as described in Section 1.4, to a non-
religious charitable organization mutually agreed upon by the Union and the affected employees
as set forth in Section 6(g) of the Illinois Public Labor Relations Act.




Section 1.6 Indemnlficatlon

The Union shall indemnify and save the County harmless against any and all claims, demands,
suits, or other forms of liability that may arise out of or by reason of any action taken by the
* County for the purpose of complying with any provisions of this Agreement. If an incorrect
deduction is made, the Union shall refund any such amount directly to the involved employee.

Section 1.7 SEIU Cope

The Union has established a political action committee which is called SEIU COPE. Union
members may contribute voluntarily to this committee to support the political act1v1t1es of the
Union. :

' The Employer agrees to deduct from the pay of those members who 1nd1v1dua11y request it

voluntary contributions to the SETU Liocal 73 COPE Fund. The Union shall notify the Employer ‘

of the per-pay period amount that i is to be deducted.  Such amount shall be remitted to the Umon
- every pay perlod '

- ‘Section 1.8 Orientation: '
The County shall grant the Union thirty (30) minutes at the end of the orientation of new
employees to present the benefits of union membership at which time the Union may give the -
' employees a copy of this Agreement. The County will encourage new employees to attend.

The County and the Union agree to oommunicate monthly regardi,ng-‘the date, time and place of
the orientation. A steward designated by the Union shall be given reasonable notice of the
Orientation and he/she shall also be released with pay for such purpose. :

Sectlon 1.9 Neutralltv

If the Union seeks to represent a group or groups of employees not covered by this Agreement,

the Employer shall maintain a neutral position and shall not attempt to influence the decision of
such employees with respect to Union representation. Representation shall be granted to the
Union based upon voluntary procedures of the IHmo1s Public Labor Relatlons Act and IHlinois
- Local/State Labor Relations Board

Sectlon 1.10_Access to Employer-Provided Email and Online Communication Systems:

The Employer agrecs to provide to.the Union, within thirty days of ratification of this

" agreement, a complete list of all email addresses for bargaining unit members who
currently have email accounts provided by the Employer and to update the list on a.
_monthly basis. The updated list shall be provided electronically to the Union by the
Employer on or before the first work day of each month. The Union shall have the right to
send emails to the members of the bargaining unit, with their origin as Union
communications’ being clearly identified, regarding meeting notices and any other Union
business that does not include prohibited political content in violation of any County,
State or Federal law(s). -

In order to foster good communications among members of the bargaining unit, the
Employer shall post a full and complete copy of this Agreement within ten (10) days of
the signing of this Agreement on the Human Resources page of its website and on its
intranet page under Labor Relations.



Sectmn 1.11 Recognition of Web-Based and Electromcallv Recorded Slgn-Ups

The Union will provide to the Employer verification that dues deductions have been authorized
by the employee. Employees may express such authorization by, submitting to the Union a
written membership application form, through electronically recorded telephone calls, by
submitting to the Union an online deduction form authorization, or by any Other means of
1ndlcat1ng agreement allowable under state and federal law.-

The parties acknowledge and agree that the term " written authorization" and any similar terms
used in this Agreement includes authorizations created and maintained by use of electronic
records and electronic signatures consistent with state and federal law. The Union, therefore,
may use electronic records to Venfy Union membersh1p, authorization for voluntary deduction of
Union dues and fees from wages or payments for remittance to the Union, and authorization for
voluntary deductions from wages or payments for remittance ‘to COPE Funds, subject to the
requirements of state and federal law. The Employer shall accept confirmations from the Union
. that the Union possesses electronic records of such membership and give full foree and effect o
such authorlzatlons as "written authonzatlon" for purposes of this Agreement '

Sectmn 1.12 Access to Emplovee Lists: '
'On a quarterly basis, the Employer will send the Umon a list of all current G*rade and Tlﬂed '
- employees covered under the contract, which shall include each employee's name, job title,

- job number, department, work location, home address, all telephone numbers (including
personal phone numbers if available), personal and work email addresses, base hourly pay
rate, language preference (if available), identification number, hours worked in the prior
month, gross pay, and Union dues or fair share payment. Notmthstandmg the immediately -
precedmg sentence, the Employer swill provide on a monthly basis Name, Title and Sep
increases for all Grades and Titles covered under the contract. The 11sts Wﬂl be pr0v1ded in an
agreed-upon format and transm1tted electromeally :

: Sectlon 1.13 Severability and Right to Re-Openi
In the event any of the provisions of this Agreement are or shall beeome invalid, 1llega1 or
unenforceable by reason of any Federal or State Law, Local Ordinance, Decision of any Court,
or Ruling of any Federal or Staté Board, Agency, or other governmental entity such invalidity,
illegality, or unenforceablhty shall not affect the remainder of the provisions of this Agreement.
If any such event occurs, at the request of either party, the Union and the Employer shall meet -
and negotiate in good faith for the purpose of bargaining over the effects of the mvahdlty,

‘ 111ega11ty, or unenforceability of the prov1s10n orf provisions.

ARTICLE 11
Employer and Union nghts and Obllgatlons

o Section 2.1 _Employer Rights:

The Union recognizes that the Employer has the full authority and resp0n51b1hty for d1reet1ng its
operations and determining policy. The Employer reserves unto itself all powers, rights,
authorlty, duties and responsibilities conferred upon. it and vested in it by the statutes of the State
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of Hlinois, and to adopt and apply all rules, regulations and policies as it may deem necessary to
carry out its statutory responsibilities; provided, however, that the Employer shall abide by and
be limited only by the speolﬁo and express terms of this Agreement, to the extent permitted by
law.

Section 2.2 Emplover Obligation:
The Union recognizes that this Agreement does not empower the Employer to do anything that it
is prohibited from doing by law.

“Section 2.3 _Union and Emplover Meetings:
For the purpose of conferring on matters of mutual interest which are not appropriate for
consideration under the grievance procedure, the Union and Employer agree to meet periodically
* through designated representatives at the request of either party and at mutually agreed upon
times and locations. The Union and Employer shall each designate not more than five (5)
; representatives to a labor-management committee for this purpose.

Section 2.4 Union and Employer Meetings on Career Development:

As part of the agenda of the Labor-Management Committee, meetings will be held periodically
to discuss employee training and education as well as job classifications. The Employer and the
Union recognize the importance of training programs, the development of career ladders and of
equitable employment opportunity structures and seek here to estabhsh ‘these goals through
Labor-Management meetings.

The comm1ttee shall be informed of trammg programs, their implementation and apphcatlon to
bargalmng unit employees.

The Labor-Management Committee shall evaluate, discuss and recommend reclassifications and
upgrades to the Treasurer. The Labor—Management Committee may also make recommendations
to the Treasurer and the County concerning courses and in-service training to enhance career
opportunities for employees i in the bargaining unit. :

The parties shall include on the agenda of the Labor-Management Committee discussion of

current job titles and pay grades of bargaining unit employees. The committee shall also meet

each year to review Union and employee generated requests for upgrades and reclassifications.

Such review shall include requests for individual desk audits and sample desk audits to be

applied where appropriate. The committee shall devote sufficient time in order to complete its

discussions in a timely fashion. In any case, audits agreed upon shall be completed no later than -
October 1 of each year during this Agreement. During such process, there will be a free

exchange of information and the parties will make reasonable attempts to review those requests

which appear to have the most merit using objective and fair standards. After the review and

analysis is completed, the Committee will submit its findings to the Employer for review. The

decision as to whether to include any or all of the upgrades and reclassifications in budget
requests shall be made using objective and fair standards.

Section 2.5 Employer Policy and Procedures Mamﬂ: |
The Employer shall notify the Union, through the address listed in Article XVI, Section 16.2
Notice prior to making any changes to the current Employer Policy and Procedures Manual.. The




Employer shall prov1de the Union with copies of any proposed changes to the Employer Policy
and Procedures Manual that may affect the bargaining unit.

ARTICLE I11
Hours of Work and Overtime

Section 3.1 Purpose of Article:

The provisions of this Article are intended to provide the basis for calculating overtime pay, and
shall not be construed as a guarantee of hours of work per day or days per week or pay in lieu
thereof, or as a limitation upon the maximum hours per day or per week which may be required.

Section 3.2 Regular Work Perlods ' :
The regular work day for a full-time employee shall consist of elght (8) consecutive hours of
work within the twenty-four (24) hour period beginning at his/her scheduled starting time. The
. length of pald lunch periods and breaks presently granted shall remain in effect

Employees shall be paid once every two (2) weeks (bi-weekly). If possible, checks shall be
distributed before lunch time on pay day.

Section 3.3 __Compensatory Time and/or Overtime Compensation:

A.  Overtime will be voluntary to the extent possible. Employees may be assigned overtime

: work provided that such overtime shall be limited to either emergency conditions which
cannot be deferred and which cannot be performed with the personnel available during
‘normal working hours, or because of an abnormal peak load in the activities ofa division

B. An employee shall be pa1d one and one-half (1%) times the average of the employee )
regular hourly rate for all hours worked in excess of forty (40) hours in any regula:r work
week. Hours in pay status, with the exception of sick time, shall count as time worked in
computing overtime. An employee’s time spend on FMLA (paid beneﬁt tlme) shall not
count towards overtime eligibility.

C. Employees shall receive payment for overt1me worked within thirty (30) days following -
~ the pay-period in which the employee worked the overtime. The Employer shall also
allow the overtime check to be paid through direct deposit for those employees who

choose direct deposit.

‘ D Overtime may be compensated by compensatory time only under the follomng
conditions: .
1. Where the employee requests compensatory time in lieu of salary and the Chief

Deputy Treasurer agrees to payment in this fashion. All denials will be
accompanied by an explanation. . I

2. Where the Chief Deputy Treasurer determines that the overtime work is necessary
and there are insufficient budgeted funds to pay for the work in salary, the
employees will be notified in advance of the lack of budgeted funds.



. E. Where an employee' is paid for overtime work by the grant of compensatory .tirne, the
following rules govemning usage of compensatory time shall apply:

1. Employees may accuimulate Uip to a maximum of two hundred forty (240) hours
of 'compensatory time; :
2. Employees who request use of accumulated compensatory fime w1ll be allowed to

use all or any part of such time provrded that the request for use of such time is
made within a reasonable period prior to the date on which the time is to be used.
The provisions governing the use of vacation time shall control with respect to the
use of accumulated compensatory trme

3. The use of compensatory time will be granted provided a reasonable notice has .
been given and provided that the grant of compensatory time will not cause an
unreasonable burden on the Employer’s ability to provide services to the public
during the period of the requested use of compensatory time; :

4. Upon termination of employment an employee with accumulated cornpensatory
" time will be entitled to receive payment for that t1me at the hourly rate they are
~ earning at the time of termmatmn :

F. Each Department shall record hours worked for each employee- el1g1ble for overtime -
payments The Payroll Department is responsrble for the correct computation of stratght
time and overtime hours due to an employee :

Section 3 4 _Overtime Work - :
Employees will be expected to perform any reasonable amounts of overtime work ass1gned to
them.  The Treasurer/Designee will attempt to assign overtime work to the employees who are
immediately available when the need for overtime occurs and who normally and customarlly
* perform the work involved, except that in cases of emergency the Treasuret/Designee may assign
the overtime work to any employees immiediately available. It is the intention of the parties that
overtime will be distributed equitably among the employees who sign the overtime request sheet '
. Willingness to perform the tasks, attendance and tardy records will be considered.

Sectlon 355 Sick Day/Call In:

Employees are required to call-in in accordance with the Employer’s rules as early as possrble on
the day he or shie is absent. If the employee does not have sick days available, the employee ay
Tiot use vacation or compensatory time, unless there is some emergency signed off by the Chiefl
Deputy Treasurer or his designee, éxcept for Family and Medical Leave Act absences in -
.accordance with the laW :

Sectlon 3.6 Work During Lunch Time:

All employees are entitled to a one (l) hour lunch. However during certain busy periods, it may
be necessary for a manager to require that the employee work through part of his or her lunch .
hour. If due to such-emergency circumstances the Employer authorizes an employee to work
durmg part of his or.her lunch hour, the Employer shall treat such work as compensable time,

Whether straight t1me or overtime, as the case may be. '




Section 3.7  Breaks Dlll‘lllE Overtime Work:

Employees working overtime should receive a fifteen (15) minute break after four (4) hours of
overtime work. Employees assigned to work overtime for a continuous period of six (6) hours or
more beyond their regular workday, shall be granited a one (1) hour lunch in addition to their
fifteen (15) minute break. . :

Section 3.8 Grace Period:

- For purposes of compensation, each fifteen (15) minute segment of work shall be divided into
two parts of eight (8) and seven (7) minutes. An employee who is late eight (8) minutes shall not
be docked for that fifteen (15) minute segment. An employee who is late more than eight (8)
minutes will be docked for the entire fifteen (15) minute period. Likewise, if the employce
works eight (8) minutes overtime, he/she shall not receive any overtime compensatmn

If the employee works mote than eight (8) minutes overtime, he/she will receive compensation
for the full fifteen (15) minutes. This grace period shall in no way affect the Employer’s right to
discipline employee for absenteeism or tardiness. -All overtime shall be pre—approved by the
Chief Deputy Treasurer or his designee.

ARTICLE IV
Seniority

Section 4.1 _ Probationary Period: :

After the date of this Agreement, the probationary period for a new employee, or an employee
~ hired after a break in continuous service, shall be one hundred and eighty (180 calendar days
- with an addition of up to ninety (90) days upon mutual agreement. The probationary period shall
be extended for a period equal to the time required for any formal training program required of
any probationary employees, and the Union shall be consulted about the instituting of any such
training program which extends the probationary period. A probationary employee shall have no
seniority and may be terminated at any time during the probationary period for any just cause
and shall have no recall rights or recourse to the grievance procedure with respect fo any such
discipline or discharge. Upon complétion of the probationary penod the. employee’s seniority
* shall be computed as of the date of his/her most recent hire. :

Section 4.2 Definition of Seniority: _

For purposes of this Article, seniority is defined as an employee’s length of most recent
continuous employment with the Treasurer of Cook County since his/her last hiring date as a
full-time employee and as a regular part-time employee entitled to benefits pursuant to Article V,
Section 5.4, unless otherwise specified. Seniority for such regular part-time employees shall be
pro-rated.

Section 4.3 Prometion, Transfer:

In order to be selected for a position, applicants shall meet the qualifications of the _]ob
descrlpuon In all cases of promotion, the Employer shall consider the following factors in
assessing candidates for an available position: ability, education (or equivalent experience), other
qualifications or characteristics of the candidate and work history. Seniority shall govern the
selection among relatively equal bidders; however, employee work records shall be a factor in
the final decision.




 An employee who receives a new job under this procedure shall not be permitted to bid for

* . another job for six (6) months thereafter.

~ Transfer opportunities shall be posted for employee bid. If no employees bid, then the Employer
shall have the right to transfer employees as needed to different sections or divisions due to
structural changes in the operations of the Employer. ‘The transferred employee shall retain the
same grade level and rate of pay. In emergency situations, the Employer has the right to transfer
on a temporary basis, employees with the capabilities to perform the job.

: Section 4.4 Reductlon in Work FOrce, Layoff and Recall:
Subject to Article IV, Section 4.8(g) should the Employer determine that it is- necessary to -
~decrease the number of employees within the Treasurer’s office, the following provisions shall

apply:

1. In any reduotion in force an employee’s Treasurer-wide seniority date is the date utilized.

2. Employees subject to a reduction in force can bump any Jumor employee in the same
- classification at the same grade or lower.

3. -Employees may bump any. Jumor employee in any classification previously held for
which the employee has the present skill and ablhty to perform the work.

4. ‘Employees may bump any junior employees in other cla551ﬁcat10ns for which the
employee has the present skill and ability to perform the work.

5. Employees may move into any vacant pos1t1on or pos1t1on held by a probat1onary
employee summer or temporary employee, if quahﬁed :

Where possible, surplus employees and the Union shall be given notice thereof of at least one (1)
- . month prior to the effective date. Employees laid off as a result of this procedure shall be subj ect
to recall in .order of Treasurer-wide seniority before new employees are hired in the
. classifications held by them at the time of the reduction in force. Should the laid off employee

- choose to refuse a lower classification which is open, they shall continue to remain on the recall
list for openings in their or1g1nal class1ﬁcatlon and/or grade

Wlth the exception of layoffs for five (5) days or less, and except in a bona fide emergency, each
collective bargammg agreement shall provide for written notice to the Union of the layoff thirty
3 0) days prior to the effective date of the layoff.

Section 4.5  Promotion and Shift Assignment:

Employees in the same Job classification and in the same d1v1s1on but on a different shift, where
applicable, will first be given preferent1al consideration for a ehange in shifts in accordance with
Section 4.3.

Section 4.6  Return to Former Job: _ : . ,

An employee who has been promoted or transferred to another job within the represented unit
- may be retutned by the Treasurer to his/heir former job or an equivalent position, within thirty
(30) calendar days or before completion of a formal training program, if the employee does not
demonstrate the ability and qualifications to satisfactorily perform the job to which promoted or
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transferred. An employee who has accepted another job within the represented unit may ask to
. return to his/her former _]Ob within ten (10) working days after commencing work on the new job.
An employee who receives a new job under this procedure shall not be permitted to bid for
another job for six (6) months thereafter, and an employee who réturns to his’her former
classification under this procedure Wlll not be perrmtted to bid agam on the same _]Ob for one (1)
year thereafter :

: Section 4 7 Return to Represented Unit:

An employee who has been promoted or transferred out of the represented urut and who is 1ater
transferred back to the unit by the Treasurer shall upon return to the represented unit be granted -
the seniority he/she would have had, had the employee continued to work in the classrﬂcatron
from whrch he/she was promoted or transferred.

- Section 4 8 _Terminstion of Semorltv : :
An employee s seniority and employment relatlonshlp with the Employer shall terminate upon
the oceurrence of any of the followmg :

- . Resignation or ret1remer_1t .
- - Discharge for just cause, including but not limited to the following:

A. _V1olent obscene or other behavior whrch is 1nconsrstent with the public
responsibility of the ofﬁce S

B. Engagmg in a loud and abuswe argument wrth the employee’s supervisor or the
~‘public. '

C. Stealing from the office by theft or deception,

D. Absence for three. (3) consecutive work days without n0t1ﬁca‘t10n' to the
department head or a designee during such period of the reason for the absence,
unless the. employee has an explanation acceptable to the Ernployer for not
ﬁJrnlsh_mg such notification. : o

" E. Failure to report to'work at the termination of a leave of absence or vacation,
unless the employee has an explanatron acceptable to the Employer for such
fallure to report for work.

F. . Absence from work because of layoff or any other reason for twelve (12) months

' in the case of an employee with less than one (1) year of service one (1) or more

- years of service, or thirty six (36( months in case of an employee with seven years

or more of service when the absence began, except that this provision shall not

" apply in the case of an employee on an approved leave of absence, or absent from

work because of illness or m_]ury covered by duty d1sab111ty or ordinary disability
beneﬁts

G. Failure to report for work upon recall from layoff Wlthm ten (10) work days after
notice to report for work is sent by registered or certified mail or by telegram, to
the employee’s last address on file with the department personnel office.
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H. Engagmg in gainful employment while on an authorized leave of absence, unless
permission to engage in such employment was granted in advance by the _
Treasurer in writing. :

Section 4.9 Transfer of Stewards:

Employees acting as Union stewards under Article XI Section 11.6, of this Agreement shall not
be transferred from their job classifications or work sections because of their activities on behalf
of the Union. Any transfers of Union stewards from their job classifications or work sections,
other than in an emergency, will be discussed with the Union in advance of any such transfers.

Section 4.10 Senlorltv List: -

By the 10" calendar day of each month, the Union shall receive a list of all current employees
.which shall include each employee’s name, address, telephone nurhber, and work email

addresses (if available). Name and code, base hourly pay rate, Employee Identification number -

hours worked, union dues. The list will be provided in an agreed upon format and transmitted

electronically '

The Employer shall post a similar list without employce addresses. Within thirty (30) calendar
days after the date of posting, an employee must notify the Employer of any error in his/her last
hiring date as it appears on that list or it will be considered correct and binding on the employee

~and the Union for that period of time, unless there is an agreement between the Union and the
Employer in writing with a corrected date. The Employer will furnish the Union monthly reports
of any changes to such list. :

Upon written request made by Local 73 no more often thar every sixty (60) days, the County
shall notify Local 73 in writing of the following personnel transactions involving bargaining unit
employees within each department and on a work location basis: new hires, promotions,
demotions, checkoff revocations, layoffs, re-employments, leaves, retwns from leave,
suspensions, discharges, terminations, retirements and Social Security numbers. Local 73 shall,
upon request, receive such information on computer tapes, where available.

Section 4.11 Job Posting:

When job openings or vacancies occur within the bargeumng unit in a particular department, or
when hew positions are created, the Employer shall post a notice on all bulletin boards where
notices to employees are normally posted. These postings will be for a period of fourteen (14)
working days. The postings shall includeé the following information: job classification and grade,
department, salary range and the minimum qualifications for the position. A job summary shall
also be attached to the posting. '

- Interviews for the positions shall be held within a reasonable time after the last day of the posting -
pertod. Insofar as-is practicable, the positions shall be filled within sixty (60) days of the last
inferview.

Employees within the department where the vacancy occurs will be given preferential
consideration for promotion to a higher paying pesition in accordance with Section 4.3.
‘Employees in equal or lower paying grades in other departments who apply for the vacancy will
be given preferential consideration in accordance with Section 4.3 before new employees are
* hired. :
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Employees who are awarded the new position shall move to their new position within thirty (30)
days after the job has been awarded ' . ‘

The names of Employees awarded positions pursuant 1o th1s Article shall be posted on all
bulletin boards where notices to employees are normally posted for a perlod of ten (1 0) Worklng
days from the effective date of the awardlng of the position.

Section 4.12 Reductlons in Force: -

Employees cannot, if there is a reduction in force, bid or otherwise move to a h1gher grade than
the employee’s then current grade, except by mutual agreement, or, if the Employer wants to
move the employee to a higher grade. :

- If the Employer has a reduction-in-fo'rce (RIF), interns who regularly work for more than twenty
hours per week may not perform substantially all of the work of the RIF’d employee on a regular
and continual basis, except that interns who work during the summer in accordance with past
practice, shall be excluded from this Section. The Employer will not be arbitrary, capricious, or
discriminatory.

ARTICLE V
Rates of Pay

Section 5.1 _ Job Classifications/Rates of Pay:

Employees in the job classifications set forth in Appendix A to this Agreement shall receive the
monthly salary provided for their respective grade and length of service in the job classification.
Employees will be increased to the appropriate step upon completion of the required length of
. service in the classification. :

“"The salary grades and steps apphcable to this bargaining unit shail be 1ncreased as follows during
the term of this agreement:

Effective thirty (30) days after ratification by the County Board of Corrirriissidnera, a $1,200 one-
time lump sum bonus paid to all employees in active status.

- Effective Debember 1, 2018 reduce all entry level rates by 10%. -
" Effective December 1, 2018 the pay rates for all classifications shall be frozen.

Effective the first full pay period on or after June 1, 2019 the pay rates for ali classifications
shall be increased 2.00% '

Effective the first full pay peribd on or after June 1, 2020 the pay rafes for all classifications shall
be increased 2.00%

Section 5.2 New, Changed or Misclassification; Job Audit/Classification Review:

A. During the term of this Agreement, the Employer may establish new and changed job
classifications, and change the duties of existing job classifications, provided that a major
alteration of the classification structure shall not be made. In the event a new
classification is placed in the bargaining unit for any reason, the County and the Union
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C.

agree to meet and bargarn the terms and conditions of employment for that new

classification, including rates of pay, work rules, etc., within thirty (30) days of their

inclusion in the bargaining unit. The Employer may put the new and changed job
classifications or duties into effect after. timely notice to the Union, and discuss and set
terms and conditions of employment, including rates of pay with the Union, using the
duties, responsibilities, qualifications and grade levels of the classifications in Appendix
A as a guide for determining the new rate. If the parties are unable to agree on the rate of

" pay, the Employer may put a rate into effect, and the Union, thereafter, may. submlt any

dispute to the gr1evance procedure

- An employee also may request that lns/her position be reola551ﬁed and the request will

be reviewed by the employee’s Section Head; if the Section Head agrees that the request

- is reasonable anid/or justified, the department head will recommend to the Treasurer that

this reclassification be included in the forthcoming departmental budget request. - The
Employer will discuss any reclassifications with the Union prior to implementation.

Union submrtted hsts for reclassrﬁcatlon must be drseussed with the Employer.

Section 5.3 . Class1ficat10n and Grade Change: '

If an employee is promoted, reclassified, demoted or transfer_recl into another classification
through the application of this Agreement, the following rules shall apply:

A.

Promotions:

An employee who -is promoted to a _]Ob in a higher salary grade shall be entitled to
placement in the step of the new salary grade which will provide a salary increasc at least
two (2) steps above the salary received at the time the promotion is made, provrded that -

1. B The new salary does not cxceed the max1mum established for the grade to which
- the employee is promoted. :

2. . The new salary is not below the first step estabhshed for the grade to which the
employee is promoted. ‘

If the new classification represents a promotion from a classification outside the

- represented unit to a classification within the represented umit, the employee shall be -

placed in the lowest step in the progressron schedule for the new classification which will

_‘ provide the employee an increase in pay. In all cases of promotion, the effeotlve date will
- set anew anmversary date for the purposes of the salary schedule only

Reelassrﬁcatlons

L. An employee whose job is reclassified to a lower classiﬁoatlon shall continue to
receive compensation at the same rate received immed1ately prior to
B reclassrﬁeatmn Such action shall not change the employee’s anmversary date.

If the salary rate received immediately prior to reclassrﬁoatron is less than the last
step rate of the lower classification, the employee shall be entitled to further step
advancement.
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2, An employee whose job is reclassified to a higher classification shall be placed in
the first step of the higher grade which provides an increase one (1) step above the
salary received at the time of the reclassification. Such action will change the
employee’s anniversary date. In all cases of reclassification, the employee shall
receive at least the first step of the grade to which the position is reclassified.

C. Demotions:
' .The following shall apply to demotions from one grade to another:

1. An employee performing the duties of a job continuously and demoted to a job in

' a lower salary grade, shall have the salary adjusted in the new job to the same step
of the new salary grade as was recelved in the salary grade of the }ob from which
demoted. ' :

2. An _employee promoted to a job in a higher salary grade and subsequently
demoted fo a job in a lower salary grade, shall have the salary adjusted to the step
of the salary grade to which the employee would be entitled had the employee

. remained in the salary grade from which the employee was promoted.

D. Transfers:

An employee transferring from one department to another in the same job classification
and/or grade shall be eligible to receive the salary the employee has been receiving at the
- time of transfer. Such appointment shall not set a new anniversary date.

Section 5.4 _ Part-Time Employees: o

Part-time employees who are compensated from the Extra and Overtime Account, shall receive
the hourly rate provided for the respective grade and length of service as set forth in Appendix A
of this Agreement. Dlsablhty and pension benefits for all part-time employees will "be
determined by the provisions of the County Employees Pension Plan. The hourly rate for part-
time employees will equal the first step of the salary grade divided by one hundred seventy-four -
(174).

Section 5. 5 Performance Evaluations:

Performance evaluations shall not be done in a discriminatory, capricious or disparate fashlon

An employee who disagrees with his or her evaluation may grieve the evaluation rating if it has a

negative impact ‘on the employee’s wages, hours or working conditions. Performance

evaluations may affect the employee’s rate of pay for purposes of anniversary step increases or
_cost of living increases.

Section 5.6 Newly Certified Positions: -
Upon notification from the Union to the Employer and its human resources director, the .
Employer agrees to meet with the Union within 60 days thereafter to discuss the placement of
newly certified bargaining unit positions on a wage scale.

14



ARTICLE VI
Holidays -

Section 6.1 Des1gnat10n of Holidays:

A,

00N AR

" The following days are hereby declared hohdays except in emergency and for necessary

operations, for all employees in the bargammg unit:

New Year’s Day - January 1
Martin Luther King’s Birthday -Third Monday in January
Lincoln’s Birthday - February 12
President’s Day - Third Monday it February
Casimir Pulaski Day -First Monday in March
Memorial Day - Last Monday in May
“ Independence Day - July 4 '
Labor Day - First Monday in September
Columbus Day - Second Monday in October

- 10.  Veteran’s Day - November 11

11.  Thanksgiving Day - Fourth Thursday in November

12..  Christmas Day - December 25

It is the intent of the Board of Commissioners of Cook County that all salaried Cook
County employees be grarrted twelve (12) holidays, or equivalent'paid days off per year. -

Should a certain holiday fall on Saturday, the preceding Friday shall be set as the holiday;
should a certain holiday fall on a Sunday, the followmg Monday shall be set as the
holiday.

In addltlon to the above, any other day or part of a day shall be con31dered a hohday
when so designated by the Board of Comrmssmners of Cook County.

In addition to the foregoing paid holidays, _employees shall be credited with one (1)

- floating holiday on December 1% of cach year, which may be scheduled in accordance
~with the procedures for vacation selection set forth in Article VII, Section 7.2. ‘If an

employee elects not to schedule said day as provided above, the employee may request to
use his/her floating holiday at any time during the fiscal year. Requests shall not be

~ unreasonably denied. If an employee is required to work on a scheduled floating holiday

by the Employer, the employee shall be entitled to receive one and one-half (11/2) times
the employee’s regular hourly rate for the hours actuallykworked plus holiday pay at eight
(8) hours pay. )

" Section 6.2 Ehglbllltv

To be eligible for holiday pay, an employee must satlsfy each of the followmg requlrements

(a) The employee must have worked the regularly scheduled number of hours on the
last scheduled day before and the first scheduled day after the holiday, unless the
employee has a reasonable explanation for failing to report.
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(b) - The employee must have worked at least forty (40) hours during the pay period in
" which the holiday occurs unless the employee was on vacation or pa1d sick leave .
during such period. - :

Sectmn 6 3 Holidays In Vacatlons
If a holiday falls within an employee’s scheduled vacation, such employee 1f otherw1se el1g1ble
shall be granted an add1t1ona1 day of vaeatlon

Sectlon 6.4 _ Failure to Report:

An employee schednled to work on a holiday but who fails to report shall not be el1g1ble for a
paid holiday, unless the employee has a reasonable explanation for failing to report. An
employee scheduled to work on a holiday that calls in sick shall be ehglble for the pa1d hol1day :

: prov1d1ng he or she brings in a doctor s statement

Section 6.5 Worklng out of Job Clasmficatmn :

In any and all cases where an employee i$ asked to work in a:job class1ﬁcat1on hlgher than thelr
own for a period of twenty-one (21) calendar days or longer, such employee shall be pa:ld at the
- }ugher _]Ob classification grade. -

- ARTICLE VII
Vacations

" Section 7.1 - Vacation Leave:

A, All bargaining unit employees, who have completed one (1) year of service with Cook
County, including service mentioned in Section 7.1, Paragraph E, shall be granted '
vacation leave with pay for periods as follows '

Anniversary - Daysof Maximum
of Employment Vacation Accumulation
15t thru 6th .10 working days 20 working days
- Tth thru 14th - 15 working days - 30 working days
15th thru - 20 working days 40 workjng days
- B.- Accruals will be carried out in accordance with the bi-weekly payroll system. Employees
~ must be in a pay status for.a minimum of five (5) days in a pay perlod to accrue time in
that period.

C. All individuals employed on a part-time work schedule of twenty (20) hours per week or
more shall be granted vacation leave with pay proportionate to the time worked per
“month.

'D. . Employees may use only such vacation leave as has been earned and accrued provided,
however, that five (5) working days of the initial vacation allowance may be allowed
after the first six (6) months of service. The heads of the County offices, departments, or
institutions may establish the time when the vacation shall be taken. :

E. Any employee of the County of Cook who has rendered continuous service to the City of
Chicago, the Chicago Park District, the Forest Presérve District, the Metropolitan Water
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Reclamatlon of Greater Chicago and/or the Chicago Board of Educauon shall have the
right to have the period of such service credited and counted for the purpose of
computing the number of years of service as employees of the County for vacation credit
only. '

All discharges and resignations not followed by reinstatement within one (1) year shall
‘interrupt continuous service, and shall result in the loss of all prior service credit. Credit
for such prior service shall be established by filing, in the Office of the Comptroller of

- Cook County, a certificate of such prior service from such former place or places of
employment

F. ~  In the event an employee has not taken vacation leave as provided by reason of
separation from service, the employee or in the event of death, the employee’s spouse or
estate, shall be entitled to receive the employees prevaﬂmg salary for such unused
vacation periods.

G.  Incomputing years of service for vacation leave, employees shall be credited with regular -
working time plus the time of duty disability.

- H. Any Cook County employee who is a re-employed veteran shall be entitled to be credited
with working time for each of the years absent due to mlhtary service. The veteran’s
years of service for purposes of accrual of vacation time in the year of return o
employment with Cook County, shall be the same as if employment had continued
without interruption by military service.

L. Holidays recognized by the Board of Commissioners of Cook County are not to be
counted as part of a vacation. '

Section 7.2 Vacation Preference and Scheduling:

Insofar as practicable, vacations will be granted to meet the requests of employees. Vacation
periods shall be allotted among employees on a first requested - first granted basis. Where two
(2) or more employees in the same work section performing the same job request vacation on the
same day for the same calendar period and all the employees cannot be released at the same time,
. then the vacation requests shall be granted in order of the employees’ seniority. '

Employees who have not bid on a vacation period(s), who have not received their bid period, or

who have additional vacation time beyond the period for which they have submitted a bid, may

submit an additional request for use of vacation time. Requests for vacation time shall be made

no later than two (2) weeks prior to the date on which the leave is to be taken. Vacation leave
will not be unreasonably denied, prov1ded however, that an employee may be dented the use of

vacation time if other employees in the same department will be absent on the day(s) of the

requested leave and the employee requesting the use of vacation time cannot be released at the

same time. All-vacation requests shall be responded to by the employee’s supervisor within

three (3) calendar days. Such request shall not be unreasonably denied.
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ARTICLE VHI
Welfare Benefits

Section 8.1 Hospitalization Insurance: Emplovee Contributions:

A.

C. -

The County agrees‘to maintain the level of employee and dependent health benefits that

are set forth in Appendix C as revised by this Agreement and specifically descnbed in

Appendix C.

Employees who have elected to enroll in the County’s PPO health benefits plan shall
contribute, in aggregate, by offset against wages, the amount of their base salary set forth
in Appendix C as a contribution against premiums. . Employces who have elected to
enroll in the County’s HMO health benefits plan shall contribute, in aggregate, by offset’
against wages, the amount of their base salary set forth in Appendix C as a contribution
towards premiums. All rules and procedures governing the calculation and collection of
such contributions shall be established by the County’s Department of Risk Management,
after consultation with Local 73. All employee contributions for health insurance shall be
made on a pre-tax basis. '

The Emploj/er will provide é mail order prescription program as set forth in Appendix C.

Section 8.2 Sicleeave:

Al

All monthly salaried employees, other than seasonal employees, shall be granted sick
leave with pay at the rate of one (1) working day for each month of service. Accruals
will be carried out in accordance with the bi-weekly payroll system. Employees must be
in a pay status for a minimum of five (5) days in a pay period o accrue time in that -
period. Accrued sick leave will carry over if employees change offices or departments:
within the County as long as there is no break in. service longer than thirty (30) days.

All indix./iduals'employed on a part-time work schedule of twenty (20) hours per week or

_more shall be granted sick leave with pay proportionate to the time worked per month.

Sick leave may be accumulated to equal, but at no time to exceed, one hundred seventy-
five (175) working days, at the rate of twelve (12) working days per year. Records of -
sick leave credit and use shall be maintained by each office, department, or institution.
Severance of employment terminates all rights for the compensation hereunder. The
amount of leave accumulated at the time when any sick leave begins shall be available in
full, and additional Jeave shall continue to accrue while an employee is using that already
accumulated.

Sick leave may be used for illness, disability incidental to pregnancy, or non-job-related
injury to the employee; appointments with physicians, dentists, or other recognized
practitioners; or for serious illness, disability, or injury, in the immediate family of the
employee. After five (5) consecutive work days of absence due to illness, employees
shall submit to their department head a doctor's certificate as proof of illness.
Accordingly, sick leave shall not be used as additional vacation leave. Sick leave may be
used as maternity or paternity leave by employees.
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‘D. An employee who has been off duty for five (5) consecutive days or more for any health
_reason may be required to undergo examination by the Employer s physician before:
returning to work.

For health related absences of less than five (5) consectitive days a doctor s statement or

proof of illness will not be required except in individual instances where the Treasurer .

has sufficient reason to suspect that the 1nd1v1dual did not have a valid health reason for
the absence ' .

If indicated by the nature of a health-related absehce- examination by the Emp'loyer s
physician may be reqmred to make sure that the employee is physmally fit for return to
Work -

E. If, in the opinien‘ of the Treasurer/Designee, the health of an employee warrants
' prolonged absence from duty, the employee will be perrmtted to combme hls/her _
“vacation, s1ck leave and personal days

F. . The employee may apply for disability under the rules and regulatlons estabhshed by the
‘Retu”ement Board.

Section 8.3 Disability Benefits:
Employees incurring any occupational illness or injury will be covered by Workers
- Compensation insurance benefits. Employees injured or sustaining occupatlonal disease on duty,
who are off work as result thercof shall be paid total temporary disability benefits pursuant to the
Workers” Compensation Act. Duty disability and ordinary disability benefits also will be paid to
employees who are participants in the County Employee Pension Plan. Duty disability benefits
are paid to the employee by the Retirement Board when ithe employee is. disabled while
performing work duties. Benefits amount to seventy-five percent (75%) of the employee’s salary
at the time of i mJury, and begin the day after the date the salary stops. Ordinary disability oceurs
when a person becomes disabled due to any cause, -other than injury on the job. An eligible
employee who has applied. for such disability compeénsation will be entitled to receive, on the
thirty-first (31st) day following d15ab1l1ty, fifty percent (50%) of salary, less an amount equal to
the sum deducted for all annuity purposes. The first thirty (30)- consecutive days of ordinary.
disability are compensated for only by the use of any accumulated sick pay and/or vacation pay
~credits unless the employee and the Employer otherwise agree. The employee will not be
required to use sick time and/or vacation time for any day of duty ‘or ordinary disability. All of
the prov151ons of this Sect_lon are subject to change in conjunction with changes in State laws,

. Section 8.4 _ Life Insurance : :
All employees shall be provided with life insurance in an amount equal to the employee’s annual
salary (rounded to the next one thousand dollars ($1 ,000)), at no cost to the employee, with the
option to purchase additional insurance up to maximum of the eniployee's annual salary. No life
insurance shall be offered through the County’s HMO plans. :

Section 8.5  Pension Plan: _ _

. Pension benefits for employees covered by this Agreement shall be as mandated under the
llinois Pension Code (40 ILCS 5/1-101 et seq.) and the County Employees® and Officers’
Annuity. and Benefit Fund -- Counties Over 500,000 Inhabitants (40 ILCS 5/9-101 et seq.).
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Sectlon 8.6 __ Dental Plan:

All employees shall be eligible to participate in the dental plan as set forth in Appendix C as.
revised by this Agreement and specifically described in Appendix C. No dental coverage shall .
be offered through the County’s HMO plans.

Section 8.7 Vision Plan:

All employees shall be ehglble to participate in the vision plan as set forth in Appendix C as
revised by this Agreement and specifically described in Appendix C. No vision coverage shall
be offered through the County s HMO plans. '

Section 8.8 Hospitalization - New Hires:

All new employees covered by this Agreement shall be required to enroll in the County HMO
plan of their choosing, such ‘enrollment to be effective from the date of hire through the
expiration of the first full health plan year followmg such date of hire.

Section 8.9 Flexible Benefits Plan:

All employees shall be eligible to participate, at no cost to them, in a flexible benefits plan to be
established by the County Such plan shall include segregated IRS accounts for child care and
medloal expenses.

Sectlon 8. 10 Insurance Clalms - '

A dispute between an employee (or his/her covered dependent) and the processor of claims shall
not be subject to the grievance procedure provided for in this Agreement. Employees shall
continue to be afforded an opportunity to present appeals of such insurance disputes in person,
and may have union representation at such proceedings. This Section shall not be construed to
diminish the provisions of Section 1(A), (B), (C) or (D) of this Article.

* Section 8.11 _School Conference and Activity Leave:

The Employer must grant an employée unpaid leave of up to a total of eight (8) hours during any
school year, no more than four (4) hours of which may be taken on any given day to attend
school conferences or classroom activities related to the employee’s child in accordance with the
School Visitation Rights Act $20 ILCS 147/1 et seq

Section 8.12 Confidentiality of Wellness Program :

Health information will be kept confidential, Personal health information may only be used and
disclosed as permitted by applicable law, including the Health Insurance Portability and
Accountability Act of 1996 (HIPAA). Health information may be. disclosed to the screening
agent, and to the employer acting as health plan sponsor for program administration purposes
only as permitted by HIPAA.  Program administration purposes may include offering and
determining eligibility for Program incentives. The RFP for wellness vendors shall maximize
the confidentiality of patient medical records and other privacy and confidentiality issues.

Section 8.14 Insurance Coverage:

Employees on layoff status shall retain health and dental insurance ooverage for a period of two
(2) months following the month in which the effective date of the layoff occurs Wlth the
Employer paying the full premium, single or family plan as appropriate.
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ARTICLE IX
Additional Benefits

Section 9.1 _ Bereavement Pay:

A. Excused leave with pay will be granted, up to three (3) days, to an employee for the
funeral of a member of the employee’s immediate family or household. Immediate
family is understood to include -mother, father or such people who have reared the
employee, husband/wife, domestic partner, child (including step children and foster
«children, brother/sister, grandchildren, grandparents, and spouse’s parents. To qualify for
pay as provided herein, the employee may be required to provide satisfactory proof of
death, relationship to deceased, proof of residence in the employee’s houschold and
attendance at the funeral. The Employee shall have to submit one of the following as
proof to the Employer for the leave to be compensated for Bereavement Leave: Letter
from the Funeral Home Director, Obltuary ora Certzﬁcate of Death

Where death occu_rs and the funeral is to be held out of I}linois and beyond the states
contiguous thereto, the employee will be entitled to:a maximum of five (5) normal days
pay. -. o - . . )

B. Any additional time needed in the event of bereavement may be taken from accumulated
- vacation, personal days, or compensatory time aceumulated by the employee.

C. If an employee’s vacation is 1nterrupted bya death in the 1mmed1ate family, bereavement
pay as descrlbed herein shall be allowed, and such days will not be counted as Vacatlon

Section 9.2 Jurv Duty:
. Approval will be granted for leave with pay, for any jury duty imposed upon any non-exempt
officer or employee of the County of Cook. However, any compensation, exclusive of travel
allowance received, must therefore be turned over to the County of Cook by sald ofﬁcer or
employee. : S

Section 9.3  Maternity/Paternity Leave and Family Responsibility Leave: ‘
Employees shall be granted maternity or paternity leaves of absence to cover periods of
pregnancy and post-partum child care. The length of such leave, in general, shall not exceed six
(6) months, but may be renewed by Department Head. In addition, an employee who has at least
two (2) years of service and has a need to be absent from work to meet family responsibilities
arising from the employee's role in his/her family or household may, upon request and for good .
cause shown, be granted a leave of absence for a period not to exceed a total of six (6) months
(increasing up to one (1) year for those employees who have accrued personal leave entitling
them to more time under current County policy) without pay. Insurance coverage shall be
maintained only in accordance with the Family Medical Leave Act (“FMLA”) leave, i.e. up to
twelve (12) weeks and meeting FMLA standards.
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Section 9.4  Election Day: _

An employee who is a registered voter will receive two (2) hours’ time off (without pay) during
his regular work day so ‘that he/she may vote in any general election. An employee deSiring to -
take such time off shall arrange the exact hours of intended absence with his/her supervxsor at
least two (2) work days prior to the election. :

" Section 9.5 Personal Days:
All employees, except those in.a per diem or hourly pay status, shall be perrmtted four (4) days ~ -
off with pay each fiscal year. Employees may be permitted these four (4) days off with pay for
personal leave for such occurrences.as observance of a religious holiday or for other personal
reasons. Such personal days shall not be used'in increments of less than one-half (2) day at a
time. - ‘ ' R :

Employees entitled to receive such leave, who enter Cook County employment during the fiscal
year, shall be given credit for such persenal leave at the rate of 1.24 hours per pay period; except - -
‘that two (2) personal days may be used for observance of religious holidays prior to accrual, to
be paid back in the succéeding two 2) fiscal quarters No more than (35) personal days may be
usedina ﬁscal yeat. : :

. Personal days shall not be used as additional vacation leave. If the health of an employee
-warrants prolonged absence from duty, the employee will be permitted to combine personal
days, sick leave, and vacation leave. In case of an emergency, after the employee exhausts
his/her sick time, the employee may request in writing, with supportmg documentation, use of
personal day(s) pursuant {o the excused absence procedures. -

Personal days may not be used conSecutively unless approv"ed by the Recorder/Dea'ignee
Personal days off shall be scheduled in advance to be consistent with operatlng necessities and
the convenience of the employee, subject to department head approval.

Employees are reqmred to provide the Employer as much tune as rcasonably possible prior to
requesting for a-personal day and/or floating holiday. The Employer requires that the Employee
validate available time prior to taking off. The Employer may discipline any employee who does

~ not have the appropriate amount of time to cover the request.

Severance of employment shall terminate all rights to-accruec.l persorral days. .'

ARTICLE X
Leaves of Absence

Sectlon 10.1 Regular Leave: :

An employee may be granted a leave of absenceé without pay by the Treasurer with the written

approval of the Comptroller of Cook County. - Such leave shall be intended to take care of
‘emergency situations and shall be limited to one (1) month for every full year of continuous

employment by the County and/or Cook County Health facilities, not to exceed one (1) year, -
except for military . serv1ce '
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An employee desiring a leave of absence shall make written application to his/her immediate
-supervisor, who will then refer the application to the Treasurer. If approved by the Treasurer, the
apphcauon will then be forwarded to the Cook County Comptroller for appropriate action.

The apphcatlon shall mclude the purpose for the leave of absence and the dates for Whmh the
leave is requested An employee granted a leave of absence shall be eligible, when such leave
expires, to receive the salary and the same or comparable position at the time the leave was
granted. : :

. fAbsence from County service on leave without pay for periods in excess of thirty (30) calendar
days, all suspensions, time after layoffs for more than thirty (30) calendar days but less than one
(1) year, all absences without leave shall be deducted in computing total contmuous service and
- will effect a change in the anniversary date.

Regular leave shall be mtended to take care of emergency and extra-ordinary situations which
are not covered under Sick Leave or FMLA or other specnﬁed leave sections within the
Agreement. :

Section 10.2 Seniority on Leave: :

An employee on an approved leave of absence shall retain seniority, but shall not accrue pension
benefits during such period (except as may be otherwise provided in the County's Pension Plan).
Employees shall, however, receive retroactive increases for all time in which they were in pay
status. '

Section 10.3 Retention of Benefits:

An employee will not eamn sick pay or vacation credits while on a leave of absence. - An

employee on a leave of absence except for matermty or paternity leave will be required to pay

the cost of the insurance benefits provided in Article VIII in order to keep these benefits in full

force and effect during the period of leave. Arrangements for payments of such costs through

normal deductions or othierwise must be made with the County’s Payroll Office prior to

“departure on the leave. For the failure to make such arrangements;-the Employer may cancel
insurance benefits, which will be reinstated upon the employee’s retwrn to work, subject to such

waiting period and other rules and regulations as may be applicable to the insurance plan.

Section 10.4 _Union Leave:

A leave of absence not to exceed one (1) year without pay, will be granted to an employee who is
elected, -delegated or appointed to participate in'duly authiorized business of the Union which-
requires absence from the job. Such leave may bg extended by mutual agreement. Employees
duly elected as delegates of the Union will be allowed time off, without pay, to attend national
and state conferences, conventions, and stewards’ training, related to the Union, not to exceed
ten (10) work days for all employees. Sick pay, vacation and insurance benefits will be provided
as set forth in Section 10.3 of this Article provided that it will not seriously affect the
performance of the office. '
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Section 10.5 Military Leave:

Employees who enter the armed services of the United States shall be entitled to all the re-
employment rights in accordance with State and Federal laws. An employee who has at least six
(6) months or more of continuous actual service and is a member of the Illinois National Guard

~or any of the Reserve Components of the Armed Forces of the United States shall be entitled to '

leave of absence with full pay for limited service in field training, cruises, and kindred recurring
obligations. Such leave will normally be limited to eleven (11) working days in each year or as
extended in accordance Wlth Cook County Pohcy on Military Leave.

Section 10.6 Veterans’ Conventlons '

Any employee who is a delegate or alternate delegate to a national or state convention of a
recognized veterans’ organization may request a leave of absence for the purpose of attending
said convention, providing, however, that any employee requesting a leave of absence with pay
must meet the following corditions:

1.  The employee must be a delegate or alternate delegate to the conventlon as estabhshed in
the by-laws of the organization.

2. They must register with the credentials committee at the convention headquarters.

3. Their name must appear on the official delegate-alternate rolls that are filed at the state

headquarters of their organization at the close of the convention.

4, They must have attended no other convention, with a leave of absence with pay, during
-the fiscal year. ' - '
5. The employee must produce, upon returning from the convention, a registration card

signed by a proper official of the convention, indicating attendance.

Section 10.7 _Approval of 1.eave:

No request for a leave, as defined in Sections 10.1 and 10.4 of this Article, will be considered
unless approved by the Treasurer/ Designee. The Treasurer/Designee niay withhold such

. approval, if, in his/her judgment, such absence from duty at the partlcular time- requested would
interfere with the conduct of Employer business. -~ ‘

Section 10.8 Edllcational Leave:

Upon request, a leave of absence for a period not to exceed one (1) year may be granted to a full-
time employee with at least two (2) years of County service, if operational needs allow, in order
that the employee may attend a recognized college, university, trade of technical school, or high
school, provided that the course of instruction is logically related to the employee’s employment
opportunities with the County. Such leave shall not be arbitrarily or capriciously denied.” Such
leave may be extended for good cause and in accordance: vnth the operational needs of the
County.

Section 10.9 _Use of Benefit Time:
Except where required by law, each employee covered by this Agreement shall not be required to
use accumulated time prior to going on unpaid leave.
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ARTICLE XI -
.. Grievance Procedure -

Section 11.1 POllCV '
The provisions of this Article supplement and modify the provisions of the. Employer’s
Gr1evance Procedure applicable to all employees (See Appendix B).

Sectron 11.2 Definltlon

A grievance is a difference between an employee or the Union and the Employer with respect to
the interpretation or application of, or compliance with, the agreed upon prov1srons of this
Agreement, the Employer’s rules and regulations or disciplinary action. All grievances shall be
in writing and contain -a statement of the facts, the. provision(s) of this Agreement which the

Employer is alleged to have: violated, and the relief requested. It is recognized that becanse a

joint employer relationship exists in this Agreement certain grievances are appropriately
answered by the Treasurer and others by County Administration, dependlng on the Sub_] ect of the
grrevance :

Section 11.3 Representatlon

Only the aggrieved employee(s) and/or representatrves of the Union may present grlevances
Employees may take up grievances through Steps One to Three either on their own -and
individually or with representation by the Union. 'If an employee takes up a grievance without
Union representation, any resolution of the grievance shall be consistent Wrth this Agreement and
the Union representative shall have the right to be present at such resolution. A grievance
relating to all or 4 substantial number of employees or to the Union’s own interests or rights with
the Employer may be initiated at Step Two by a Union representative. Grrevances may be
1n1t1ated at Step Three by mutual agreement of the Umon and Employer

'- Sectmn 11 4 Grievance Procedure Steps: -
The steps and time hmlts as provrded in the Employer s Gr1evance Procedure are as follows: .

‘Submission Time To Whom =~ = - Trme Limits
Step  Limit This Step _ Submitted B Meeting Response
(calendar days) : ' S |
1 .7 30 day_s- | Immediate Supervisor 10 days
2 10 days o ‘ Department Head . 10 days
3 10 days ' . Treasurer/Designee 30 days
4 30days " Impartial ThirdParty ~ 30days

Sectlon 11.5 Time Limits:
The initial time limit for presenting a grievance shall be thirty (30) days and the same limit shall
apply to hearings and decisions at Step Four. For errors in pay, the period shall be six (6)
months. o
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There shall be strict adherence to the time limits described within the grievance procedure by
both Employer and employee and/or Union. Time limits may be extended by mutual agreement
in writing between the employee and/or the Umon and the Employer. ‘

If the Employer fails to respond within the time limits, the grievant and/or the Union shall have
the right to advance the grievance to the next step of the grievance procedure up to and including
arbitration. : '

Section 11.6 _Union Steward Representation Activities:

The employees’ understanding of the CBA and the role of the Union in the employment
setting are inherently important to the employment relationship. As such, the employer shall
~ include as an integral part of its mandatory employee orientation program, a thirty (30}
minute session before lunch on the first or 'second day of their orientation, or at such other
time as the Union may de51gnate to receive an overview of the Union and its program.
This 30 minutes union session shall only include Grade and Title Employees covered under
the contract. This session will be conducted by Union representatlves designated by the
Union, which may include employees designated by the union. Employees designated by
- the Union to assist with this orientation shall be allowed to do so during their regularly-
scheduled hours of work with no loss of pay. The Employer shall provide to the Union a
list of all employees attending the orientation as many days as possible prior to such
orientation and no later than one (1) day before the orientation.

The Employer and the Union agree that for the life of this Agreement, any "and all
representatives of the Employer shall be absent from the room during the Union portion of
new employee orientation,

- The Union may designate up to four (4) union stewards who shall be granted reasonable time
during working hours to conduct union representation activities without loss of pay. A non-
~ exhaustive list of union representation activities includes adjusting disputes, observing and
investigation working conditions, collecting dues/fees, meeting with employees concerning
possible union membership, conducting new employee orientations, ascertaining that this
- Agreement is being adhered to, representation of employees at meetings, including pre-
~ disciplinary meetings, investigating and procession grievances, up to and including arbitration,

engaging in unjon contract negotiations and labor-management meetings with the employer,
‘partzc1pant in union‘steward training, posting or distribution g notices or information, and
other legitimate union business.

Designated stewards shall be allowed to attend one (1) stewards’ meeting each month during
their regular hours of work at no loss of pay., The time award from work (including travel to
- and from the meeting) shall not exceed four(4) hours

Section 11.7 Union Representatives:

Duly authorized business representatives of the Union will be permitted at reasonable times to
enter the appropriate County facility for purposes of handling grievances or observing conditions
under which employees are working. These business representatives will be identified to the
Treasurer/Designee to the Employer and on each occasion will first secure the approval of the
Treasurer/Designee to enter and conduct their business so as not to interfere with the operation of
the Employer. The Union will not abuse this privilege, and such right of entry shall at all time be
subject to general Treasurer department rules applicable to non-employees.
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Section 11.8 Impartial Arbitration:

If the Union is not satisfied with the Step Three answer, it may within thirty (30) days after
receipt of the Step Three. answer submit in writing to the Treasurer notice that the grievange is to
" enter impartial arbitration. Demands for arbitration will not be filed for disciplinary actions
which involve verbal reprimands or warnings. The parties will select an arbitrator from a’
permanent panel of arbitrators agreed upon by both parties, if p0331b1e The Union and the

. County will plan with the Arbitrator to hear and decide the grievance without unreasonable

delay. : The decision of the Arbitrator shall be binding. If the two (2) parties fail to reach
agreement on an Arbitrator within ten (10) days, the Treasurer and Union may request the Local
Labor Relations Board, American Arbitration ASSOClatJ.OIl or the Federal Mediation and .
Conciliation Service to provide a panel of arbitrators. Each of the two (2) parties will confer -
“within seven (7) days of receipt of the panel to alternately strike one (1) name at a time from the
panel until only one (1) shall remain. The remaining name shall be the Arbitrator. The Union

and the Treasurér- will plan with the Arbitrator to hear and decide the grievance without - -

unreasonable delay.

Expenses for the Arbitrator’s services and the expenses which are common to both parties to the
arbitration shall be borne equally by the County and the Union. Each party to an arbitration
proceeding shall be responsible for compensating its own representatives and witnesses.

The Arbitrator, in his/her opinion, shall not amend, modify, nullify, ignore or add to the
provisions of this Agreement. The issue or issues to be decided will be limited to those
presented to the Arbitrator in writing by the Treasurer and the Union. His/her decision must be
based solely upon his/her interpretation of the meamng or application of the express relevant
Ianguage of the Agreement.

The Union and the County shall meet within thirty (30) days after the effective date of this
Agreement to selecting a’ permanent panel of seven (7) arbitrators. The arbitrators shall be .
~ selected on a rotating basis. Either party shall have the authority to strike an arbitrator from the
- permarnient panel at any time. The struck arbitrator will proceed on the cases currently assigned,
but will not receive any new case assignments. In the event that an arbitrator is struck from the
panel, the parties shall meet as soon as possible to choose a mutually agreed upon replacement.
Nothing herein shall prevent the parties, by mutual agreement, from selecting an arbitrator from
outside the panel. Absent such mutual agreement, the arbitrator shall be selected from the panel
in accordance with the above procedure. ' :

Section 11.9 Discipline: _

The Employer shall not demote suspend, dlscharge or take any disciplinary action agamst an
employee without just cause. Employees who are to be or may be disciplined are entitled to
Union representation exclusively in any disciplinary proceedings. The Union and the Employer
agree that discipline should be timely, progressive and accompanied by counseling where
appropriate and it shall normally be done in a manner that will not embarrass the employee
~ before other employees or the public. It is understood that all discipline below suspension will
be discarded after one (1) calendar year if the employee has not received additional discipline for
the same or similar offense.

Suspensions will be discarded from an employee’s personnel file 60 months from the date the
. suspension was issued; provided the employee has not received any other discipline for the same
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or similar offensé during the 60-month period “Discarded” suspensmns and d1scrplme below
- suspensions may be kept in a segregated file by the Employer

- Once d1501pl1ne is removed, it will not be considered in determining future dlsc1pllnary action;
provided, . however, that neither the employee nor the Union will claim in any subsequent
arbitration that the employee had a “clean”-or “unblemished” record or no prior discipline. In
- ‘the event the Union or the employee makes such claim or claims, the Employer will be free to
use any drsc1p11ne issued to the employee regardless of the provisions of this Section.

‘Section 11. 10 Assrstant Superv1sors

Assistant Supervisors shall be required in the absence of a supervisor ‘to prepare reports, _
memorandum and other official documents documentmg incidents Wl‘]lch may or may not lead to
d1sc1plme

Sectlon i1, 11 Exnedlted Arbltratlon

* . The parties may mutually agree that a grievance shall be submitted to expedited arbit'ration. If
the parties agree to expedited arbitration, the following provisions of this paragraph shall apply.

Immediately upon notification of the designated arbitrator, the parties shall arrange a place and
date to conduct a hearing within a period of no more than thirty (30) calendar days, unless the -
parties agree to a longer period. If the designated arbitrator is not available to conduct a hearing
within the thirty (30).calendar days and the parties do not otherwise agree to a longer period, the
- next panel member in the rotation shall be notified until an available arbitrator -is obtained.
Nothing herein precludes multlple cases being heard on the same day before the same arbrtrator

The hearmg shall be conducted under the following procedures:
a. ' The hearing shall be informal; |
b. No briefs shall be filed or transcripts made;

¢. - There shall be no formal rules of evidence; however, the arbitrator shall only rély
on credrble relevant ev1dence ' : '

d. The hearmg shall normally be completed w1th1n one (l) day;

e. The arb1trat0r may issue a bench dec1s1on at the hearing, but in any event, shall
render a decision within seven (7) calendar days after the conclusion of the
hearing. Such decision shall be based on the evidence before the arbitrator and -

* shall include a brief wiitten explanation of the basis for such conclusion. Any
arbitrator who issues a bench decision shall furnish a written copy of the award to
the parties w1tl1m seven (7) calendar days of the close of the hearmg '

'The decision of the arbitrator- shall be final and binding, except that it shall not be regarded as
precedent or be. clted in any future proceedmg S

The part1es further agree to 1ncreaselthe arbitration panel from seven (7) arbitrators to twelve
(12) arbitrators. .
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Section 11.12 Letter of Notification:

Whenever possible, a letter of notification shall be given to an employee twenty-four (24) hou:rs

in advance of a scheduled HEARING that could lead to discipline, provided that such

notification will not unreasonably hinder or impact operations and/or an ongoing investigation of

that employee. The Department will investigate matters specified in the above letter as
expeditiously as possible. The notice shall follow the Employer’s Pre-Hearing investigation of

the incident with the employees and any others involved and shall stafe the remedy sought by the

 Employer. If the employee is found not to have committed the violation that the employee has_
been charged with, and therefore, the employee is not disciplined, the letter of notification and

the findings of the Hearing Ofﬁcer associated with the investigation will be placed in the

employee s personnel file. :

ARTICLE XII
Continuity of Operation -

Section 12.1 No Strlke =

The Union will not cause or permit its members to cause, and will not sanction in any way, any
work stoppage, strike, picketing or slowdown of any kind or for any reason, or the honoring of
any picket line or other curtailment, restriction or interference with any of the Employer’s
functions or operations; and no employee will participate in any such activities during the term -
of this Agreement or any extensmn thereof. :

Section 12.2 Union Responsibility:
Should any activity prescribed in Section 12.1 of this Article occur, which the Union has or has
not sanctioned, the Union shall 1mmed1ately

(a) - Publicly disavow such act10n by the employees or other persons 1nvolved

[

() Advise the Employer in writing that such action has not been caused or
sanctioned by the Union; ‘

© Notify the employees stating that it disapproves of such action and instructing all
employees to cease such action and return to work immediately; and

(d)  Take such other steps as are reasonably appropriate to bring about observance of
the provisions of this Article, including compliance with reasonable requests of
the Employer to accomplish this end.

Section 12.3 Discharge of Vielators: :

The Employer shall have the right to discharge or otherwise discipline any or all employees who
violate any of the provisions of this Article. In such event, the employee or employees, or the
Union in their behalf, shall have no recourse to the grievance procedure, except for the sole
purpose of determining whether an employee or employees participated in the action prohibited
by this Article. Ifit is determined that an employee did so participate, the disciplinary action
taken by the Employer may not be disturbed. :

Section 12.4 No Lock-Out:
The Employer agrees that it will not lock out its employees during the term of this Agreement or
any extension thereof. '
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Section 12.5 Reservation of Rights:

In the event of any violation of this Article by the Union or the Employer the offended party
may pursuc any legal or equitable remedy otherwise available, and it will not be a condition
precedent to the pursuit of any judicial remedy that any grievance procedure provided in this
Agreement be first exhausted.

ARTICLE XIII
Training and Education

‘Section 13.1 _Seminars:
Employees who attend approved seminars Wh_lch are related to their jOl‘) shall receive pay for the
hours they otherwise would have worked. If all employees wishing to attend a particular-seminar
are not able to attend, selection shall be made since seniority.

Section 13.2 ‘Tuition Re1mbursement

The Treasurer of Cook County will also provide additional educatlonal benefits to the employees
of its office, including those employees covered by this agreement. The Employer and the Union
will meet pursuant to Labor and Union management meetings for the purpose of developing a
plan to implement d1str1but10n of these funds for bargaining unit employees.

Employees who desire to take a course or courses of instruction not offered by a City or
suburban junior college shall submit their request through the Union to the Cook County
Director of Hu.man Resources. :

The County agrees to allocate funds for education purposes in each year of this Agreement to be
" made available to all Local 73 bargaining unit employees. The amount allocated shall be an
aggregate total of ten thousand dollars ($10,000) for all Local 73 bargaining units. Employee
requests for such funds shall be for reimbursement for the costs of courses offered through any
certified educational institution, including community colleges, continuing adult education, and
 other training or technical institutions. Such course work shall be employment related or have
the potential to be used anywhere within the Bureau of Human Resources. An employee may
request funds up to an amount no greatér than one thousand ($1, 000) dolla,rs in a fiscal year.
“Approval for reimbursement shall be offered on an equitable basis.

Section 13.3 Posting of Openmgs

All courses and training programs presently available through the County will be posted on all
bulletin boards where notices to employees are normally posted. These postings will be for a
period of five (5) working days during the period when each course or program is open for
- application. Employees who apply to attend Department of Human Resources classes shall be
allowed to enroll and attend unless it is not operationally possible. If more employees apply than
can attend, selection will be by section seniority. Employees who have bumped other employees
by seniority selection will lose their seniority preference for twelve (12) months.

- Section 13.4  Cross Training: -
Employees may be cross-trained for a period not to exceed six (6) months. The cross-training

period shall be extended for a period equal to the time required for any formal training program,
and the Union shall be consulted about the instituting of any such training program which
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extends the cross-training period. After completion of cross trammg, an employee will be |
returned to his/her home department

In add1t10n at the comple’uon of the cross-tralmng, an evaluatwn Wlll be administered and a copy
placed in the employee s personnel file.

Section 13.5 Training and Professwnal Development:
The Employer shall provide a minimum of two (2) training sessions annually Employees shall '
be released from duty without loss of pay to attend these training sessions.

At some point other than the final hour of each_tralmng session, the Un1on will be provided an
opportunity to make a sixty (60) minute presentation about the organization, representational
status, Union benefits and to distribute and collect Union membership applications. The Union
will be respons1ble for the contént of the presentation. The Union will be provided a list of SEIU
represented employees who are registered for each training session no later than twenty -four (24)
hours before the tralmng -

ARTICLE X1V
- Miscellaneous
Section 14 1 No Discrimination;
No employee shall be discriminated agamst on the basis of race, color, sex, age, religion,
-d1sab1hty national origin, ancestry, sexual orientation, marital status, parental status, military -
~ discharge status, political affiliation and/or beliefs; or activity or non-activity on behalf of the -

Union. The Employer and the Union acknowledge that the County of Cook has adopted and
Implemented a Human Rights Ordinance wh1ch will be complied with.

Section 14.2 Safety, Work Envu'onment and Health:

A. General.  The Employers shall endeavor to provide a safe and healthful work

' envirohment for all employees. The Employers agree to comply with all appheable state -
and federal laws. The parties shall share information adequately and fully in order to-
assure that health and Safety issues are adequately addressed. Where there is a serious
threat to the health and safety of an employse or employees and the situation necessitates
a speedy Tesolution, the issue shall be immediately referred to the appropnate comimittee
-as set forth i in Section 14 2 below.

B. Health and Safety Committee. The Employers and Local 73 shali establish a joint
- labor/management Health and Safety Committee. The parties shall also establish joint
subcommittees, as needed, by work location. Issues of a County-w1de nature, and those
not resolved in the subcommittees, shall be discussed in full committee. The full
committee and the subcommittees shall meet at least quarterly. Additional meetings shall

be scheduled as needed to assure that issues are adequately addressed :

The Comm1ttee_ and subcomrmttees shall meet for the purpose of identifying and
correcting unsafe or unhealthy working conditions, including inadequate ventilation,
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ergonomically incorrect equipment, unsanitary conditions, inadequate personal security
for employees or inadequate lighting. :

Within a reasonable period of time after the effective date of this Agreement, the parties
. agree to meet to establish the composition and operation of the committee(s).

Video Display Terminals. " The Employer and the Union will attempt to keep current
with monitoring studies and reports on the effects, if any, of video display terminals and
their effect on the health and safety of the operators.

The Employers agree that employees who operate computer monitors will be granted
fifteen (15) minute breaks away from the screen in the first and second half of their shifts.
For those employees who already receive two (2) fifteen .(15) minute breaks, this
provision is not in addition to those breaks currently granted. Pregnant employees and
employees who aré nursing and who regularly operate computer monitors may request an
adjustment, temporary transfer, or other change in their assignment, if such assignment or .
change can reasonably be made and is consistent with the Employer’s operating needs.
Once the employee is no longer pregnant or nursing, the employee shall be allowed to
return to her original position if available. :

Employee complaints about computer monitor screen glare will be investigated and
action taken to correct the problem within two (2) weeks of the complaint. If attempts to
correct the glare through modifications of the working environment do not succeed, the
employer will provide glare screens. -

Communicable Diseases. ~The Employer and the Union are committed to taking
- reasonable necessary steps to limit and/or prevent the spread of communicable diseases in
the Workplaee Therefore, generally, the County agrees as follows:

1. To provide training and/or distribute written materials to employees regardmg the
protocols for preventing the spread of communicable discases. The extent and
level of training will vary based on the needs of the applicable entity.

2. ‘To make professional medical counseling available to any employee who has
reason to believe that she/he has become infected with TB, HIV, or Hepatitis B
during the course of his/her employment. The Employer shall make available to
the employee who has occupational exposure during the course of histher
employment to blood or body substances or airborne particles, a Hepatltls B -
vaceine, and TB vaccine at no cost to the employee.

Specific concerns related to the health and safety of employees may be referred to the
‘applicable Health and Safety Committee or Sub-Committee.

Section 14.3 Voluntary and Community Service Workers:

Voluntary organizations and community service workers perform services for the Employer that
are a valuable and necessary contribution to the operation of the Employer. Also, the Employer
-engages in education and research which involves persons performing tasks and being taught to
perform tasks which are similar or identical to work of employees of the bargaining unit. The
Employer shall continue to have the right to avail itself of any and all such voluntary services
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and eommunity service workers and to engage in such educational and research activities. No
‘regular employees shall be laid off because of work done by Volunteers and commumty service
Workers :

Sectmn 14.4 Bulletin Boards:

The Employer will make bulletin boards avaJlable for the use of the Union in non—pubhc
locations. The Union will be permitted to have posted on these bulletin boards notices of a non- -
controversial nature, but only after submitting them to the Treasurer/Designee for approval and
- posting. There shall be no distribution or posting by employees of advertising or political
" material, notices or other kinds of l11:erature on the Employer’s property other than herein
provided.

Sectlon 14.5 Partial Invalldltv :

In the event any of the provisions of this Agreement shall be or become invalid or unenforceable
by reason of any federal or state law or local ordinance now existing or hereinafter enacted, such
invalidity or unenforceability shall not affect thé remainder of the provisions hereof.” The parties
agree to meet and adopt revised provisions which would be in conformity with the law.

Section 14 6 Subcontractmg :
Tt is the general policy of the-Employer to continue to utilize its employces to perform work they
are qualified to perform. The Employer may, however, subcontract where circumstances
warrant. '

The Employer will adwse 1mmed1ately upon any consideration of subcontracting, and in cases
where there will be no reduction in force of current employees, the Employer will notify the
Union at least sixty (60) days prior to any projected date of subcontracting work decision by the
County Board of Comm1351oners and/or the Treasurer.

When such subcontracting will adversely affect employees in the bargaining unit, the Employer
shall notify the Union at least five (5) months prior to any projected date of such subcontracting.
The Employer will work with the Union in making every reasonable effort to place adversely
affected employees into other bargaining unit positions, if available. =

Section 14.7 Personnel Files: -

Upon written request to the department personnel office, an employee may. inspect h1s/her
personnel file at any time mutually acceptable to the employee and Employer. - Copies of
materials in an employee’s personnel file shall be provided to the employee upon request and at
no charge. An employee may. file a written rejoinder, to be placed in his/her personnel! file,
concerning any matter in the file. A Union representative/steward shall be permitted to inspect
or copy documents from an employee s file upon written authorization from the employee. The
Employer shall maintain records in accordance with the Personnel Record Rev1ew Act, 820
ILCS 40/1 et seq.

Section 14. 8 Dignity and Respect:
The County and the Union agree to promote a profess1ona1 workmg atmosphere. Employees '
~ who believe they have been subjected to unprofessional or inappropriate treatment by a
supetvisor or co-worker may raise their concern regarding said treatment through the grievance
process.
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If further action is requ1red the Umon may request a Labor—Management Commrttee meeting
regarding, sueh matier.

Section 14. 9 Travel Relmbursement

Employees required to use personally owned automobrles in the course of their employment
 shall be reimbursed in accordance with the Cook County Travel Expense Reimbursement Policy
- except that the reimbursement rate shall not at any time be less than the maximum allowable -
business standard mileage rate set by the Internal Revenue Seryice. Provided, however, that the
Empl9oyer will have sixty (60) days to implement any revised rates from the effectlve date of
such rate set by the Internal Revenue Serv1oe

Section 14. 10 Auto Insurance:

The parties agree that the County shall explore the fea51b111ty of maklng avarlable to all
‘employees through payroll deduction, standard automobile insurance on a no decline basis. No
- later than ninety (90) days after the effective date of this Agreement the County shall report the
+ results of its 1nvest1gatron to the Union.

Such mform_atron shall 1nelude any proposed costs and benefits, the names of the potential
oarrier(s) -and any problem the County believes must be overcome in order to implement the
insurance, and any-other relevant information. -Within thirty (30) days after this information is
provided to the Union, the parties shall meet to discuss the possibility of 1mplement1ng any
- proposals offered by a carrier as Well as any other options regarclmg this issue.

Section 14.11 Americans Wlth Disabilities Act:

~ Whenever an employee (or the Union at the request of an employee) requests an accommodation
under the Americans With Disabilities Act (“ADA”), or an accommodation of an employee is
otherwise eontemplated by the Employer - the Employer, the employee and the Union’ shall
- meetto discuss the matter. - ,

It is the intent of the partres that any reasonable aoeomrnodatlons adopted by the Employer
conform to the requirements of this Agreement where practicable. The Employer may take all
steps necessary to comply with the ADA. Any such steps ‘which might conflict with the terms of
this Agreement shall be discussed with the Union prior to implementation. The parties shall
cooperate in resolving potential conflicts between the Employer’s obligation under the ADA and
the rights of the Union. Neither party shall unreasonably withhold its consent to the reasonable
accommodation of an employee The Employer agrees that it shall not apply this Sectron in a
dlsorrmmatory, arbitrary or capricious manner. : '

Nothing in this section shall require the employer to take 'any action which would violate the
ADA or any other applicable statutes. Information obtained retarding the rnedlcal condition or
history of an employee Shall be treated in a conﬁdentral manner. :

Sectlon 14.12 Bilingual Pay:
Employees whose positions require the employee to be brlmgual or to use sign language, shall
‘receive an additional fifty dollars ($50.00) per month.
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Section 14.13 Integrity of the Bargaining Unit: :

Non-bargaining unit employees shall not be permitted to perform bargaining unit work except in
emergency situations, in training situations where some supervisor or management personnel is
teaching or instructing an employee, or where bargaining unit members are unavailable through
no fault of the Employer to perform required work other than with normal absenteeism and
vacations, or where circumstances exist which are out of the ordinary and beyond the control of
the employer o

If non-bargaining unit employees repeatedly perform ‘bargaining unit work, this issue shall
1mmed1ately be grlevable at the second step of the grievance procedure.

Section 14.14 Welfare to Work a
Welfare recipients and participants in welfare to work initiatives will not displace or replace .
regular employees For example, if there are ten (10) Clerk V’s and five (5) welfare recipients
and participants in welfare to work initiatives, and two (2) Clerk V’s retire, the Employer will
not replace the two (2) regular vacant positions with two (2) -additional welfare recipients and
participants in welfare to work initiatives raising their number to seven (7). This policy, .
however, does not require the Empldyer to fill vacancies which they desire to keep vacant.

Barga.lmng unit work that constitutes the normal duties and responsibilities of regular employees
on current payroll will not be removed and reassigned to welfare recipients and participants in
- welfare to work initiatives. Welfare recipients and participants in welfare to work initiatives will
be assigned work in a manner that will not jeopardize the }ob classification of the current
employees.

Welfare recipients and participants in welfare to work initiatives will in no way interfere with the
contractual procedures for filling vacancies. The contractual procedures will be used for filling
bargaining unit vacancies.

The Union will be notified when the County determines to use welfare recipients and partlclpants
in Welfare to work initiatives.

Section 14.15 Credit Union:

After approval by the County Board, the.County shall deduet from the wages of the employees
who so authorize deductions and remit payments to the Local 73 credit Union or the County’s
Pay Saver Credit Union.

Section 14.16 Mass Transit Benefit Program:

The County agrees to implement pre-tax payroll deductions for transportation expenses to the
extent permissible by law when the County payroll system is capable. Quarterly status reports
. will be provided by the Employer. _

Section 14.17 Personnel Rules Chianges
When the Employer is considering modifications in its personnel policies or rules, it shall notify
the Union at least twenty-one (21) calendar days prior to any modification, and shall discuss such
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contemplated changes with the Union, pursuant to the provisions of the Ilhnms Public Labor
Relations Act.

Section 14.18 CBA in Flectronic Format:

The parties shall agree upon an electronic format for the collective bargaining agreement, which
shall be the definitive version of the Agreement The County shall be under no obligation to

. make, distribute or pay for paper copies of the Agreement. - '

Section 14.19 Residency:

To encourage Cook County employees to malntaln a personal commitment to his or her domicile
in Cook County and thereby assure all residents and taxpayers that employees share in the
responsibility of 1nvest1ng in the future of the County, all employees hired on or after December
1, 2017 must maintain their actual residence in the County throughout their employment. If such
employee does not live within the County at the time of hire, he/she shall have six (6) months
from the date of hire to establish actual res1dency in Cook County : :

_ Sectlon 14.21 Union Bulletin Board: A _

‘The Employer shall provide a bulletin board for use by the union readily accessible to all
bargalmng unit employees. The union may post matenal on the bulletin board for any legitimate

_union purpose.

ARTICLE XV
Office Equipment

Section 15.1 _Introduction of New Automated Equipment: _

The County will notify the Unionat least three (3) months in advance of any proposed
technological changes in the office, including the introduction of Video-Display-Terminals
(VDTs). The County shall provide the Union with sufficient information regardmg the proposed
changes in order to determine the potential effects on the bargaining unit. '

Upon request from the Umon, and before the 1ntr0duet10n of new automated equipment, the
Employer will meet with the Union to discuss the effects of the proposed changes.

The County will make every reasonable effort to ensure that new job positions, or job positions
requiring new skills or knowledge, are filled by affected bargaining unit employees, in
accordance with Article IV, Section 4.2. The Employer agrees that whenever technological
change requires new knowledge or skill on the part of employees, such employees shall be given
reasonable opportunity to acquire the necessary knowledge and skills to perform the néw dut1es
competently

Sectwn 15.2 Computer Monitor Screens: : :

Employee complaints about computer monitor screen glare w111 be investigated and action taken
to -correct the problem within two (2) weeks of the complaint. If attempts to correct glare
through modifications of the working environment do not succeed, the Employer will provide
glare screens.
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‘_Sectlon 15.3 FEmployee Testing:

In the event the Employer desires to test the knowledge and skill of the employees within a
" department or 4 classification, the Umon shall be notified as soon as the decision is made, but in
no event less than thirty (30) days prior to implementation of the testing program. Upon written
request by the Union, the Employer and the Union shall meet rega:rdmg the effects of the testmg, ,
~ ifany.

All employees who are requlred to undergo testing will receive reasonable notice and training -
prior to being tested. All testing shall be reasonably related to the employee s JOb cla551ﬁcat10n h

' ARTICLE X_VI
Duration

Section 16.1 T erm: :

This Agreement shall become effective on December 1, 2017 and shall remain in effect through
November 30, 2020. 1t shall antomatically renew 1tse1f from year to year thereafter unless either
party shall give written notice to the other party not less than ninety (90) calendar days prior to
the expiration date, or any anmversary thereof, that it desires to modify or terminate this
~ Agreement, ' :

1n the event such Wr1tten notlce is glven by elther party this Agreement shall continue to remain
in effect after the expiration date until a new Agreement has been reached or either party shall
glve the other party ﬁve (5) calendar day’s written notice of canceliatmn thereafter.

Sectlon 16 2 Notice:
Any notice under this Agreement shaﬂ be given by registered or certified mail. If given by the
' Umon then such. notlce shall be addressed to the follomng 1nd1v1duals

1. -'Pre31dcnt : ' S ' - 2. Treasu:rer of Cook County

- Board of Comrmssmners of Cook County - = 118 North Clark Street
118 North Clark Street - Room 537 . ' Room 212
Chlcago IL 60602 ‘ _ * Chicago, IL. 60602
: 3. . Chief, Bureau of Human Resources -

118 North Clark Street ~ Room 840
Chlcago 1L -60602 '

If g1ven by the Ccunty, then such not1ce shall be addressed tor

Local 73

Service Employees International Union
1165 N. Clark - Suite 500

Chicago, IT. 60610

Either pa.rty may, by like written notice, change the address to ‘which notice to it shall be
given.
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| Signed and entered in’to'thiS' o L day of . 2018,
COUNTY OF COOK ' ;u

L ) -M;’%ﬂs (\,_oh.f‘m‘ﬁp }“tﬁa“?ﬂf‘%ﬁf?g"‘% o
. By: : , o

'--.Atfest: =
- DAVID D.ORR
- Cook County Clerk =

UNION: Local 73, Service Employees International Union (S.ELU.), AFL-CIO |

By K
DIAN PALMER CO—TRUSTEE
Servme Employees International Umon, Local 73
APPF%OVED BY THE BoAf
- €0OK GOUNTY co;wmnssd\?ﬁﬁg |
Nov 14 2018
I4
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APPENDIX A _
© LOCAL 73 — Treasurer’s Office )

Job |
Code _ Grade ' Title -
0172 o 9 - ~ Bookkeeper II
0943 o o Bookkeeper Machine Op. IT
0226 ' B Cashier I
0905 } Clerk I
0906 _ IR *Cletk TV )
, | L ' - (upgtade to Administrative Asst. I)
2416 - o ~ Security Officer I
0940 = _ T Typist 111
0948 10 g Calculating Machine Operator IT
0227 ' - o Cashier II
0141 , | 11 | , i AccountantI
0173 ' : Bookkeeper IIT
0907 ' S *Clerk V
. _ ' " . (upgrade to Administrative Asst I)
0935 ' _ _ o *Stenographer IV
_ ' ' " (upgrade to Administrative Asst )]
0364 | : : R - Tax Examiner I '
0046 12 . ~ Administrative Assistant I
(0945 o o Bookkeeping Machine Operator v
0228 _ L . - Cashier III -
0352 L : - District Court Tax Collector |
0243 o Payroll Division Supervisor I
0360 o ‘ : - Tax Collection Supervisor I -
o142 - . 13 . Accountant I1
0047 - 14 . - Administrative Assistant IT
1122 o Data Entry Manager
0917 _ _ f Mail Section Supervisor
0359 . : Tax Collection Supervisor II
0373 : ' , - Tax Section Supervisor
0143 s Accountant III
0048 - . 16 ' Administrative Assistant ITI

*EFFECTIVE 12/1/18
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Giade .

, . " Effectiva Dscamber 1, 2018
_ SCHEDULE | .
BUREAU OF HUMAN RESOURCES

v . .- CORPORATE - SEIU LOCAL 73

After1 - - Affer1  After™
Year at st Yearat2nd Year at 3rd
. . . 7 -Longe_ﬁ_ity Longevity Longevity -
. © ' After2 Raté &10° Rate &5 Rafe &20
) : : Years At- . Years Years - Years -
-SthStep . Service ~ -Béivice * Service . -

" EnRate fstStep ZndStep ‘SrdStép AthStep “SthSieb GthSten IthStep SthStep. . SthStep

o Howly 1384 - 15318 16011. . 18780 17601  18412. . 19280 . 40837 20006 - 20528
BiWeskly . 140272  1,225.98 - 1,280.88 . 134320 140808 1.47296. 154312 153896 ' 1,602.88  1,560.08
~ Annal .26670 81857 . 33302, 84923 © 6610 38200 40121 - 41,260 41674 42002
10 Howly® % LM4T84 . 16405 ¢ 47Av2  i7ére.  tes4e - 19755 20678 . stors . 2lzes | 21928
o BiWesky - 48142 181240 . 137876 © 143882 150792 158040 165432 168584 - 1703.65. 1.75408
o TAdmwel . .30700 34122 8677 . 87,396 - 39208 49,000 43012 48,831 - 44295 45,606
C o Howly T .. 18840 - 176010 d8412 19288 201488 . 21487 22280  Z2707 . 22818 - .28619
', BRWeskly . 126720 140808 147296 154342 161512 169496 178080 . 181655 - 1.833.28 ~ 1,884.52
Amnual 92947 0 U 36610 - 38206 | 40,121 41,803 . 44088 -46,300.: 47,230 47,865 . 49,127 -
12" Howly . 18864 . 18BAS  18785. . 20670 21678 . 22760 . 20846 24312 24555 25301
BiWeekly' | 135712 150702 158040 165482 173408 182320 180768  1,94496  1,964.40  2,024.08
., Atiual . 35285 - 39203 . 41,080 - 43012 45086 . 47,403 49500 50588 O 51074 5266 -
13 Houly' 18470 . 20489 zidsy 22280 23435 24402 25613 28424 26874 2nAT2
BiWeekly v 145380 T 1,61512  1,89498  1,750.80 1,866.80  1,851.38 204004 208992 210982 - 2,47376
. Annual (87,793, 41,993 - 44068 . 46300 48,686 . 60785 ' . 68,276 - 64,337  G48ST . | 5GHIT.
14 Hoiy - »*__1'9.5'{3{3 . 21675 22760 . 23845 5048 26285 27.48 28.048 " . 28327 20482
 BiWeekly .. 156064 173408 - 182320 190768 20032. S 209880 248848 224384 2206116 233456
- Annual ADSTG - 45086 47403 49599 . 52101 - - 54508 57,160 . 66,339 - 58,920 60,698 -
15 * Houry - 0210007 23335  .24862.° 25613 . | 2688t 28231 - 20561 30.157 . - .30.465 - 31.373
. BiWeekly 1,680:08 . 1,856.80 195136 | 204904 215048 . 226848 - 2,364.88 - 241265 . "2437.20 . 260984
© Aanual © d3g82 T 4538 507357 53215 - 85912 68,720  6f486 62726 63367 65265
46 Howly - 2254 25049 26295 - 27481 28795 - 30484 - 31583 . 32284 . A2EA7 9357
" BlWeeKly 180852 200392 200880 - 219848 . 230360 - 241472 '252664 357872 260378 266216 .
Afnual . 4EE91 52901 - 54588  -57.360. 59,898 62782 - e8,602  C6n046  B7.6Q7 69736 . o
17 Howly | 26982 26881 . 28231. 20861 30036 92465 ~ M.071. 94736 3070 1 36129
‘ BiWeskly 207936 215048, 225648 2,36488 247488 © 259720 272568 277888 - 2,805.60  2,890.32
© Andugl 54083 55912 T B8720 61,486 64,346 87527 .. 70,867 72260 . 72945 | 75,148
18 | Hourly 25815 - 28765 20184 © . 31583 30454 24682 953095 N4 | a7del | a8est
T BiWeekly. 207390  2,303.60 - 241472 252864 286237  Z¥74A56. 291180 - 297142 2,989098 - 300208
. Annusl C53803 T 59893 . 62782 65802 . 68080 . 72138 . P01 YR240 . TRER1 - 80304
R 17 N . B . . . g R - B . . . L.
19 Hourly 26424 .. 31553 33164 34482 36395 36015 | 3042 40549  40.945 42485
" BiWesky 227852 262064 | 266232 277456 2,911,80 304920 819536 | 324392 327660 337480
. Annual soizi - e5602 - edge0 | 72138 - 7H70d 79,27 | 83079 © 84,34 85185 - 87,744
20 Howly . 31213 34682 36305 EBM5 - 80842 41827 43880 44813 . 44944 - 46300
| BiWeskly  2497.04 277455 201180 304020 319536 334646 350052 - 356104 359652  3,704.00
- Aanugl 64923 V72138 75701 79279 83079 - 67,000  ©1,247 92,687, 03483 96,304
21 Houdy |, . 34303 88115 . 80842 41827 - 43060 45051 ° 48187  48.801 40388 . 60.887
BH-Waskly 274424 304020 849535 ' 334646 '3509.52 - 567508 586496 ' 391208 . 3,851.04, 407008
Annual 71380 V927 - 83,079 87000 91,247 95578 100228 10114 102727 105844
22 Houly . 87644 M8 428069 . 46951 . -484B7 ~ 60425 62865 53632 64185 ° 55780
BiWeekly = 301752  3346.16. 350062 367608 © 3,85486 403400 422840 479055 433320 445342
- Annual 78209 87000 9,247 95578 100228 104,834 100,938 411,554 112663 116,041
23 Hourly . 99482 | 43800 46951 48187 50425 . 52855 55486, 56808 56809 68.880
BiWeekly  3,158.56 . 3,50052 367608  3,85495 . 403400 427840 443888 450464 454052 4887.04 -
Annuzl 82,122

91,247 95,578 100,228 104,584 108,938 115,410 117,120 118,287 121,863
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. Grade

9
w0
1
=
13
"
15
16

17

18

18

20

21

22

- 73

Hourly .

Bi-Weekly.

Annual

'Hourly. ,
" Bi-Weekly

Annual-

Houwly
Bi-Weekly

Annual

Hourly

© Bi-WesKly .

Aanuzl

- Hourl);
Bi-Weekly

AAnnua{

Hourly
Bi-Weekly

. Annual -

I—ipur{y :

) BEJWeekIy a

Annual.

Hourly
Br-Weekly”
Annu.all

Hourly
BiWeekly
Annuat
Hourly
Bi-Weakly

Annugl

Hourly

' Bi-Weekly

Annual

Hourly
Bi-Weakly
Annual -

Hourly
Bi-Waekly
Anmual

Hourly
Bi-Weekly
Ammual

Ho'url_y'
Bi-Weekly
Annual

. Effactive June 1, 2019
SCHEDULE | ' . :
BUREAY OF HUMAN RESOURCES

* CORPORATE - SEIU LOCAL 73

After1 *©  AfterT. After1
Year at 1st Yearat 2nd Yoar at 8rd
. o - . :.Longevity longevity Longevity
. . o After? . Rate &10 Rate&15. Rate&20
T ) : Years At Years Years Years
5th Step Service ~  Service - Servige

Enfry Rate - istStep ~" 2nd étep_ Brd Steg‘ /4thStep - BthStep  Bth $teg' . TthStep SthStep  Sth Step
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APPENDIX B
GRIEVANCE PROCEDURE'
GENERAL STATEMENT

THIS POLICY SHALL APPLY TO ALL BARGAINING UNIT EMPLOYEES UNDER
THE JURISDICTION OF THE SHERIFF OF COOK COUNTY..

. THIS POLICY SHALL APPLY TO ALL EMPLOYEES WITHOUT" |

DISCRIMINATION AS TO AGE, SEX, MARITAL STATUS, RACE, CREED, -
COLOR, NATIONAL ORIGIN, DISABILITY POLITICAL AF FILIATION OR
POLITICAL ACTIVITY : :

ALL El\/IPLOYEES SHALL HAVE A RIGHT TO FILE A GRIEVANCE AND SHALL

- BE ASSURED FREEDOM FROM COERCION, RESTRAINT, OR REPRISAL.

THE TERM “EMPLOYEE” AS USED THROUGHOUT TIIS PROCEDURE SHALL
ALSO BE UNDERSTOOD TO INCLUDE ANY RECOGNIZED EMPLOYEE
REPRESENTATIVE OR A RECOGNIZED ORGANIZATION -

THE TERM “EMPLOYER” AS USED THROUGHOUT THIS PROCEDUR.E REFERS

- TO BOTH THE COUNTY AND THE SHERIFF AS “JOINT EMPLOYERS.” IT IS

-~ RECOGNIZED THAT BECAUSE A JOINT EMPLOYER RELATIONSHIP EXISTS,

~ CERTAIN GRIEVANCES ARE APPROPRIATELY ANSWERED BY THE ELECTED
OFFICIAL, AND OTHERS BY COUNTY ADMIN ISTRATION, DEPENDIN GON

THE SUBJECT MATTER OF THE GRIEVANCE

PURPOSE:

To specify the method by.WhJ'Cll employees may preseiit grievances.and seck redress.

DEFINITION-

A grievance is a-difference between an employee and the Employer W1th respect to the

interpretation or appllca‘uon of, or compliance with, the rules and regulations, disciplinary
action, or the terms in the. Agreement between the Employer and recognized employee.
organlzat1ons ‘ :

POLICY:

‘A, The Employer is committed to fair employment practices and recognizes its
responsibility to review and make reasonable effort to resolve employees
grievances. : o

"B.  An employee is encouraged first to discuss the gnevance with the 1mmed1ate '
superv1sor

C. If the employee feels the grievance has not been Sat1sfaotor1ly adjusted as a result

of this discussion, the employee may advance review in accordance w1th the
procedure set forth elsewhere.

TREASURER2017-2020F



D. GTlevances of a general nature or affecting more than one (1) employee may be
presented by recognized employee representatives or organizations at Step 2.

V. TIME LIMITS:

A. Grievances must be presented by the employee within thirty (30) calendar days
: from occurrence of cause for the grievance or thirty (30) calendar days from the
date cause should have been known to the employee whichever occurs later,

- except that for errors in pay, the time per1od shall be six (6) months.’

B. An employee’s failure to file a grievance within the time period specified shall
constitute a waiver of any rights to advance the grievance.

VI PROCEDURE

A. STEP ()NE The employee advances the grievance as follows

1.
2.

TREASURER2017-2020F

The employee obtains a Gr1evance Form.

The employee writes the nature of the. grievance and the resolution sought
on the Grievance Form and presents the grievance to the 1mmed1ate
supervisor.

Within the ten A(lO) calendar days after receipt, the immediate supervisor
shall meet with the employee to discuss the grievance.

© Within the fen (10) calendar days after the meeting, the immediate

supervisor answers the grievance on the Grievance Form and transmits the
answer to the employee :

If the answer is sat1sfactory, the grigvance procedure is concluded at Step
L _ .

If the answer is not satisfactory, the employeel may, W1thm the ten (10)
calendar days after receipt, or if no answer is given, advance the grievance
to Step 2. '

Failurc to advance the grievance within ten (10) calendar days after the
Step 1 answer is due, concludes the grievance procedure. —

STEP TWO: The employee advances the glievance as follows: .

On the Grievance Form, the employee checks that the answer is not
satisfactory, writes the date referred to Step 2 and signs the form. The
employee presents the grievance to the Department Head.

Within the ten (10) calendar days after rece1pt the Sheriff’s Designee shall
meet with the employee to discuss the grievance.



C.

3. Within the ten (10) calendar days after the meeting specified in (2) above,
the Sheriffs Designee writes the final answer on the Grievance Form and
transmits the answer to the employee.

STEP THREE: The empldyee advances the grievance as follows:

1. Within ten (10) calendar days after receipt of the Step 2 answer, the
employee writes a letter to the Sheriff’s Designee stating that the answer
given at Step 2 is unsatisfactory, including specific reasons as to why the
answer given at Step 2 is unsatisfactory and writes the date referred to

- Step 3 and signs the form. '

2, Within ten (10) calendar days of recelpt of the letter, the Shenff s

- Designee will forward to the Sheriff the employee’s letter requesting
review at Step 3, along with all related documentation associated with the
grievance. :

. 3. The Sheriff’s Designee will hear an appeal within thirty (30) calendar days

and submit a written decision to the employee.

VII. EXCEPTIONS

A.

For grievances not related to the employee’s department, the grievance should be
filed with the Sheriff’s Designee who will answer it, or will forward it as
appropriate.

Only the aggrieved employee(s) and/or representatlves of the Umon may present
grievances.

VIII. MISCELLANEQUS PROVISIONS

A.

In any case where an employée has been charged with an offense which involves
+ criminal proceedmgs which are pending before the grand jury or in court at the

time the grievance is filed with the Sheriff for hearing, the person so charged may
request that the Sheriff’s hearing be continued until such time as the criminal
proceedmgs are terminated and such request shall be granted; provided such
person shall execute a waiver of all rights to pay during the period of
adjournment, and provided further that he may terminate his request for
continuance and waiver upon ten days’ notice in writing to the Sheriff. Said ten-

_day perlod begms upon recelpt of the termination request by the Sheriff.

At any time prior to the announcement of findings and demsmn the Sherlff may
accept the employee’s resignation in lieu of discharge or suspension. .

TREASURER2017-2020F



COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C - VERSION 11
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE
DECEMBER 1,2017 AND DECEMBER 1, 2020

Cook County Benefit Overview

Current Benefits Effective

: Benefits. Effective 6/1/2018

hospital)

60% Out of network

HMO(S)
12/1/2015
' o All Copays All Copays
Out of P?Cket Maximuin. accumulate topOBEDP Max accumulate _toPOyOP Max
| Out of Pocket Maximum $1,600 single / $3,200 family $1,600 single / $3,200 family
Inpatient Facility '$100 copay per admit $100 copay per admit
Preventive $0 copay (100% Covered) $0 copay (100% Covered)
Qther PCP / Urgent Care $15 copay - $15 copay
Specialists ‘ .$20 copay $20 copay
X-Ray / Diagnostic tests T o
(performed in lab or $0 copay . $0 copay
hospital) ' L
Accident / illness $15 copay $15 copay
Emergency Room ~ $75 copay $75 copay
PPO - Current - Benefits Effective Benefits Effective 6/1/2018
- 12/172015 ' ' o
| Deductible and Out of Copay and Deductibles do Copay and Deductibles do
Pocket Maximum _accumulate to OOP Max. accumulate to OOP Max
- R - $350/%700 © o .$350/$700
| Annual Deductible (Single / Family) " (Single / Family)
2x Out of Network | 2x Out of Network
S : $1,600/$3,200 - $1,600/$3,200
Out of Pocket Maximum (Single / Family) -(Single / Family)
_ ' 2x Out of Network _ 2x Out of Network :
Inpatient Facility ~ 90% In network / 60% Out of | 90% In network / 60% Out of -
: . network : , network
| Preventive $0 copay (100% Covered) $0 copay (100% Covered)
: 90% coinsurance after 90% coinsurance after
PCP $25 copay / 60% Out of $25 copay / 60% Out of
- - metwork network
_ 90% coinsurance after © 90% coinsurance after
| Specialists $35 copay / 60% Out of - $35 copay / 60% Out of
, ' " network ' network
| X-Ray/ Di_agnosz‘ic tests 90% in netvrork 90% in network
(performed in lab or

~ 60% Out of network

90% comsur'ance after - -

90% coinsurance after

Accident / Illness $25 copay / 60% Out of $25 copay / 60% Out of
: ST network . -network
Emergency Room —In/ | $75 copay $75 copay

QOut of Network

TREASURER2017-2020F -




Cook County Benefit Overview (Cont.)

Drug

Current - Benefits Effective

12/1/2015

.Benefits Effective 6/1/2018

Prescriprioh Drugs — Retail

Generic: $10 copay”
Brand Formulary: $25 copay
Brand Non-Formulary: $40
copay _
Mail Order: 2 x retail

" Generic: $15.'copay

Brand Formulary: $30 copay

Brand Non-Formulary: $50

copay
Mail Order 2 x retail

Generic Step Therapy

PBM’s generic step therapy

PBM’S generic step therapy :

_ program -~ program
Mandatory Maintenance Mandatory mail-order for Mandatory mail-order for
Choice | " maintenance maintenance

drugs . drugs
Vision Current - Benefits Effective 12/1/2015

Eye Examination

$0 copay
Once per 12 months

$0 copay standard uncoated plastic

Eyeglass Lenses™ Once per 12 months
: $0 copay up to $100 / Amount over $100
Frames less 10%
Once per 24 months
C’onmcz‘ Lenses* $0 copay up to $100

Once per 12 months

*Either eyeglass lenses OR contact lenses are covered every 12 months

TREASURER2017-2020F




Cook County Benefit Overv1ew (Cont )

| Dental - HMO Current — Benefits Effective 12/1/2015
Annual Deducrible' $0 (None) ‘
Benefit Period Maximum None
- Requires a Maximum Allowance.
P . Includes 2 exams / cleanings per beneﬁt
reventive
: period;
Includes fluoride treatments under age 19
, ‘Requires a co_payment for each specific
. service;.
Basic Eeneﬁ tS_ ‘ . Copayments equal a discount of
. approximately 70%
Requlres a copayment for each specific
Major Services service;
Copayments equal a discount of
approximately 60% .
‘Requires copayments;
Copayments equal a discount of
| Orthodontics - approximately 25%;
Max one full course of treatment for
dependent children under 19
Dental - PPO Current - Benefits Effective 12/1/2015
| Annual Deductible $25 Individual / $100 Family (In
' network) :
$50 Individual / $200 Family (Out of
network) '
, 100% of Maximum Allowance (In
Preventive _
(2 exams 7 cleanings per network)
: ' 80% of Maximum Allowance (Out of
Berefit Period) _
, . J . network)
Primary Services 0% of Maximum Allowance (In
X-Rays _ . ‘network) -
- Space Maintainers 60% of Maximum Allowance (Out of
network)

Restorative Services
Routine Fillings

80% of Maximum Allowance (In network)

- 60% of Maximum Allowance (Out of

network)

Emergency Services

80% of Maximum Allowance (In
network)
80% of Maximum Allowance (Out of
_network)
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Endodontics

~ 80% of Maximum Allowance (In
network)
. 60% of Maximum Allowance (Out of
' network)

Periodontics

80% of Maximum Allowance (In ‘
- network) :
©-60% of Maximum Allowance (Out of
network) -

Oral Surgery

80% of Maximum Allowance (In
- network)-
60% of Maximum Allowance (Out of
network)

Prostherics

50% of Maximum' Allowance (In and out -
of network) ,

Orthodontics =

50% up 10 a lifetime max of $1,250 (In and
' out of network)

. Cook County Benefit Overview (Cont)
Employee Contributions — As a Percentage of Salary (Pre-Tax)

Current Effective
Blue Advantage HMo 12/1/2016
~ Employee Only - 1.50%
Employee + Spouse 2.00% -
‘Employee + Child(ren) 1.75%
Employee + Family 2.25%
. - Curreént Effective -
PPO - . 12112016
Employee Only 2.50%
Employee + Spouse 3.00%
Employee - Child(ren) | . 2.75%
' Employee + Family 3.25%
‘ Current Effective
Dental 12/1/2016
HMO 80
PPO |, $0
Vision Current Effective
o _ 12/1/2016
Visien Plan, $0
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" APPENDIX D

A.  DRUG-FREE WORKPLACE POLICY

The Treasurer’s Office is committed to maintaining a safe, productive work environment. An

~ employee who is under the influence of drugs poses a serious threat to his or her own safety and

the safety of others. Also, a person cannot do his or her job effectlvely while working under the

influehce of drugs. Your personal protection and the quality of your work are very important to

- us. Equally important is the fact that the illicit use of drugs i is unlawful For these reasons, the
' ‘Treasurer S Ofﬁce has developed the followlné pohcy

“The use of the term *drug” in thrs polrcy refers to both Jegal and ﬂlegal controlled substances o

unless the legal use is pursuant to the instruction of a physician who has been informed of the

employee’s job duties and has adv1sed that “the substance does not adversely affect the
employee s ablllty to safely perforrn lus/her Job

: The use sale, purchase manufacture drstrlbutlon dlspensatlon presence in one’ s system or
possession of drugs by any employee in the Treasurer s Office, on County premzses, engaged in

- County business, or while operating County owned or leased equipment or vehicles is ‘strictly '

prohibited and is grounds for diseipline up to and including immediate discharge. It may also
result in cnmmal prosecutlon by the apprOpnate authonues o

- Ernployees must notify the Treasurer s Office as well as the administrator of any federal grant on
which they may be workmg within 5 days of any crnmnal drug statute conviction for a violation” _
‘occurring in the workplace Employees convicted of off-the job drug activity also may be -
considered to be in violation of this policy. In deciding what action is necessary, the Treasurer’s
Office will take mto consideration” the nature of the charges, the employee’s present job.

assignment, the employee’s record with the Treasurer’s Office, the impact of the employee’s
convrctlon on the Treasurer S Ofﬁce and other factors the Treasurer S Ofﬁce may deem relevant

The Treasurer s Ofﬁce is rnterested n supportlng and assisting those Who are wﬂhng to help

themselves by voluntarily seeking . assistance. Ernployees are encouraged to request assistance
from the Treasurer’s Office and reputable sources in the community. Information regardlng
confidential employee assistance counseling and or rehabilitation may be obtained from the
County’s Employee Assistance Program (“EAP”Y. .The Treasurer’s Office shall take no adverse
employment action against an employee ‘whom, prior to becoming subject to any of the grounds.
- for testing listed in this policy, voluntarily secks treatment, counseling or other support for a drug
related problem. -However, seeking such assistance will not be a- defense for violating the
Treasurer’s Office’s policy regarding drugs: Nor will it excuse or limit the employee’s
obligation to meet the Treasurer’s Office’s policies or standards regarding attendance, job
- performance and safe and sober. behavior-on the job.
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) B. . DRUG AND ALCOHOL ABUSE POLICY AND TESTIN G
PROCEDURES '

Abuse of controlled substances and alcohol is- umversally reoogmzed as a s1gmﬁcant anid
pervasive health, safety and economic problém. The Cook County Bureau of Human Resources
- not only shares the public’s concern about substance abuse, but is responsible to the pubhc for
ensurlng that our employees are not a part of this ep1de1:mc social problem

Hence, for both the protection of the general public and the Wellbemg of our employees the

* County of Cook maintains a strict Drug and Alcohol Abuse Policy. Full compliance with this

Policy is a condition of continued employment by Cook County. In addition, employees are
required to comply fully with the Cook County Drug Free Workplace Act Pohcy and the rules of
conduct set forth in the Cook’ County D1sc1p11nary Ac‘uon Pol1oy and Procedure _ '

Any dlsc1pl1nary act10n under this Policy is subject to (D collectwe bargammg agreementS'
between all affected unions and Cook County; (2) the Cook County Disciplinary Action’ Policy
and Procedure; and (3) the Statutes and Rules of the Career Service Commission of Cook
County. Cook County intends to give the same consideration to persons with chemical
dependencies as it does to-employees having other diseases. In the case of substance or alcohol
abuse, this agency will use constructive disciplinary measures to motivate the employee {o seek
assistance. If the available assistance fails, the penalty for continued drug use shall be
termination of employment or other sanctlons '

Drug testmg will be conducted on current employees and applicants for employment under the .
following circumstances: (1) pre-employment, (2) reasonable suspicion, (3) return to work;, (4)
post-accident, and (5) transfer (other than 1ntradepartmenta1 transfers). Alcohol testing will be
conducted only when there is (1) reasonable suspicion; (2) post-accident; or (3) where there is
" any other’job related business need to do so. Af least two (2) managers or superv1sors requesting
‘that an-employee submit to a drug or alcohol test must document, in writing, the facts
constituting reasonable suspicion. A positive test result presumptwely indicates that the
employee is under the 1nﬂuence of drugs and is unfit for duty :

a Testtng Procedures
The Medlcal Umt Fa0111ty will test employees for the following drugs:

THC (MARIJUANA) l\/lE’l"Ali’vOLIESI
'COCAINE METABOLITES?

‘OPIATE METABOLITES
AMPEHETAMINES/METAMPHETAMINES
PHENCYCLINDINE (PCP)

ALCOHOL (if job related and busmess need)

¢ @ -} -] ] @

! Delta-9-tetrahydrocannabinol-9-carboxylic acid’

2 Benzolylecgonine
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'b. Specimen Collection Procedures

. Specimen collection is conducted by trained personnel of the- Cook County Bureau of Human
- Resources Medical Unit. A urine drug testing custody and control form docurnents the specimen
collection and accompanies the specimen to the laboratory. The disclosure of any prescription

- - medications on the custody and control forms will require that the employee produce the
.. preseription or medication container within five (5) working days to the Medical Department.
Failure to provide the ‘prescription within the five (5) day period will result in a report of a

‘ \ positive test resuli-and subject the eniployee to the provisions of Section V of this protocol.

. Specific procedures . followed during collection of the speciinen include: (1) positive -

 identification of the employee; (2) removal by.the employee of his or her outer' garments only

- with reasonable cause; (3) washing of the employees hands prior to collection of specimen; (4)

- securing of the water sources in the collection sites enclosuré: (5) adding of bluing agent to toilet

~ tank and bowl; (6) the collector remains outside the enclosure; (7) employee may flush the toilet

only after releasing the ‘specimen to the collector; (8) the specimen’ container must.contain at

least 60 ml of urine; and (9) the container will be sealed and initialed by the employee and
collector. ' . o - : - '

An employée is ensured of privacy when providing a urine:speci'inen for testing except when:

The employee presents a specimén that is buts_ide’ the accepted temperature range and he or she )
refuses to have an oral body temperature. measurement; or the body temperature measuternent
varies more than 1-degree C from the specimen temperature or the specimen has a pIl

concentration factor that is outside normal range; or

(1)  The 'colléctor.dbsgrv'es cénduct clearly and une'quiVocally-iﬁdi'éating an .
afternipt to adulterate or substitute the specimen; or ' |

(2)  The employee’s last provided spécimen Was _deteimihed t0 be diluted; or
(3) The' empioyee has previously had a verified positive test. |

If a direct observation is requi'red‘as a result of these ,speciﬁc"circumstances‘, the collector will be
the same sex as the employee. . ‘ S e -

If the employee cannot provide a sufficient volume- of -urine, he or she.shall remain at the
collection site and be provided fluids to drink. An employee shall be igiven a three-(3) hour
period in which to provide an acceptable specimen. Failure o' provide & specimen during that

" time period, shall constitute a positive test result and subject the employee to the provisions of
Section V of this protocol. o S o - o

The Collector inspects the specimen for volume, temperature, 'coloir? pH concentration fap’_cdr, 4and
- unusual signs.of contamination. ' \ ' : ‘

If the employee refuses to cooperate with the collection process, the collector will notify the
Cook County Bureau of Human Resoirces and note the non-cooperation on the employee’s urine
custody and control form. Non-cooperation with the collection process; failure to adequately
complete the process; falsification of questions on custody control forms; or ‘any attempt to
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adulterate or. substrtute a specimen, shall be cause for dlscrphnary proceedrngs up to and
including drscharge .

C. Laboratory Pro cedures

In all testing, an initial drug screenmg usrng DAU/EMIT methodology is performed by trained
. laboratory personnel of the Cook County Bureau of Human Resources Medical Department. If

. the specimen tesis positive, the specimen is sent to a Jaboratory certified by the U.S. Department
- of Health and I—Iurnan Servrces “DHIIS”) for conﬁrmatory testing. _ '

Following are the basrc laboratory analysts procedures

()7 Useofa charn of custody procedure to track and | preserve the 1ntegr1ty of
: the speclrnen throughout the lab Processes.. : -

.2y Once accepted by the laboratory, the specnnen remains in, secured storage. 1
: Aliguots (small amounts) of the specunen will be used for conductrng _
tests. ﬁ_, -
(3) -S_creemng- of the specimen using an immunoassay analysis. Cut-off levels
. are established to determine if the specimen contains drug metabolites. If
‘the amount of rnetabohte is below the cut-off level, the specrmen is
reported as negative, :

(4) A Specrmen that is pos1t1ve in the initial screerung will be sent to a DHHS
- certified laboratory for confirmatory testing by gas chrornato graphy/mass
spectrometry methods. If the amount of metabolite is above the cut-off
- level the specimen is confirmed posmve, if i iti is below the cut-off level it
s reported as a negative resuli. ' :

,-Both Cook County and conﬁrmatory laboratorres retain all records related to the specimen fora
minimum of one year, The confirmatory Iaboratory provrdes secure storage -of : a positive
specimen for at least one year. o

d, Reportlng Results

All results are reported to Cook County S Medrcal Review officer (l\/lRO) The N[RO sa
. licensed physician of the Director of Ernployee DPrug Testing, who has knowledge of substance
and alcohol abuse disorders. The MRO receives a certified copy of the lab results. :

The MRO’s review and verification of posrtrve test results is required before results are reported
to the Treasurer’s Office. An employee whose test result is positive will be provided with an -
opportunity. to discuss the test results with the MRO. If the employee : refuses to dlscuss the test
. results with the MRO the MRO may verify the test as posrtlve

If the MRO concludes that there is a legitimate medical explanatlon for the positive result, the
test result is reported as negative to the Treasurer’s Office. Under such limited circumstances,
" no information that the test was reported posrtrve by the laboratory is provrded to the Treasurer’s
Office. -
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_ “The employee may request through the MRO a're- analysrs (re—test) of hrs or her specimen.
~This means a re-analys1s of the or1g1nal speclmen not of another speGImen subsequently K

‘ collected

If the MRO cannot contact the employee ‘the MRO must notify the Treasurer’s Chief Deputy to

.. contact the employee.

-If the Chief Deputy cannot contact the employee it shall place the |

employee on temporary rnedlcally unqualified status or mechcal leave.

B aﬁer ﬁve days from being notlﬁed to do S0, the employee does not contact the MRO, the MRO |

Wlll verlfy the positive tést results to the Treasurer s Chief Deputy. -

e ' Protectlon of Employee s Records 5

Both the Cook County Bureau of Human Resources Medical Department and the conﬁrmatory _
laboratory maintain strict conﬁdentralrty of the test records in their possession. Access to those

" records is only Jpermitted in the event of a lawsuit, grievance, or proceeding initiated by, oron
behalf of the employee and atising from a positive drug test. Moreover, access under such
circumstances, will be permitted only to the following; (1) the tested individual; (2) the

: Treasurer s Ofﬁce or (3) the decrsron—maker il the lawsuit, gnevance or other proceedmg

f. Testmg Requlrements

(D

: Reasonable Susprcron

Reasonable susplcron is deﬁned as a belief based on sufficient facts that an employee s us1ng,
- abusing, or is under the influence of drugs. The suspicion must be drawn from speeific, -
-objective facts and reasonable or rational. 1nferences drawn from those facts in hght of

© . experience.
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When based upon the dlrect observation one supervisor trained in
the detectron of probable drug use and the employer has reasonable

_cause to believe that an employee is under the influence of a

prohibited substange, the employer shall have the right to subject
that employee to'a drug and/or alcohol test. The union will attend

- supervisory trarmng and will receive a list of the employees tested,

the reasonable SllSplClOIl observed the test dates and test results.

An on-duty employee is required to submit to testmg when the
employer believes the actions or appearance or conduct of the -
employee are indicative of the use’ of a.controlled substance or -
alcohol. On-duty means all time from when an employee begins to
work or is required to be reddy to work until such time as he or she
is relieved from work and all respons1b111ty for performmg work.

The employee shall be placed on admnnst:ratrve leave with pay .

until test results are available. If the test results prove negative, the
employee shall be reinstated.

I—Iowever any employee testing posrtrve for drugs will be granted a_
one-time opporfunity to successfully complete . a drug and/or



alcohol rehab111tat10n program as provided under Cook: County s
medicdl insurance plan(s). Any cost of rehabilitation, over and
above that'paid by the County’s medical insurance plan(s) must be
borne by the employee. | The Employee Assistance Program for
- Cook County (“EAP?), in consultation with the employee, will
Jhelp the employee to eoroll in- an approprlate rehabilitation
program :

-(€) ,:Durmg the employee S penocl of rehab1l1tat10n he or she will be

' © placed on swk/medmal leave, as goveined by. the . collective.

- bargammg agreement (If appropriate, this will be considered .

. FMLA leave.) .No disciplinary action will be taken provided the

~ employee suecessfully ‘completes such a program, including the

. ' : .- employee’s full cooperation with the treatment center. However,

IR : e - failure to successfully complete the program shall be cause for
S - '.d1se1plma:ry proceedmgs, up to and meludmg dlscharge

(2)  Returnto Work

~ An employe'e must submlt toa drug test upon return from any leave of absence of thirty (30)
' days or more as part of his or her required return-to-work physical exammatton

3) Post Acmdent

An employee must subm1t toa drug and/or alcohol test if he or she is mvolved ina Work related '

 accident involving a vehicle, provided: (z) the employee s conduct was a significant factor in the

accident, or (b) the accident results in personal injuries requiring outside medical attention or in
" greater. than miniral damage’to property. Such testing will be requ1recl without regard.to
whether the Treasurér’s Office has any reasonable suspicion of drug usage, while under the
influence of drugs or alcohol, or reasonable suspicion to bel1eve the employee was at fault in the
' accident and drug usage may have been a factor. - - .

The employee is respons1ble for reportmg such an accident to his or her superv:lsor and
submitting a urine specimen as soon as p0851ble after the accident. ~An employes who is
seriously injured and cannot provide a specimen-at the time of the accident must provide the 7
* necessary authorization for obtaining hospital tecords and other documents that would indicate
~‘whether there were any controlled substances in his or her system. The failure or refusal of an
employee to fulfill these respons1b1l1t1es will subjeét him or her to disciplinary action, up to and
including discharge, in accordance with the collect1ve bargammg agreement and Career Service

. requ}rements if apphcable o : -

(4)_ Raudom Drug Testmg

Random Selection - This paragraph apphes to all employees in the Treasurer s Office who are
not covered by a collective bargaining agreement. The Bureau of Human Resources conducts
random drug testing annually of at least 50% of the average number of employee positions. The
. tests are upannounced and are spread reasonably throughout the year. Every employee has an

- equal chance of being selected for testing. Refusal to submit to. the test or failure to report within
two hours of notification "will be .deemed positive and the employee will be subject to
disciplinary actlon An employee selected for random testing, by a computer program, will be
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informed by his or her superwsor of the spec1ﬁc time by which the employee must report to the
Cook County Bureau of Human Resources Medical Division for testing. Employees shall be
given sufficient travel time to and from the testing site. Employees who must be tested at a time
other than during their scheduled work hours will be paid for the tirhe spent being tested.

Posthehabilitation: This. paragraph applies to all employees in the Treasurer’s Office. If an
. employee is required by the Treasurer’s Office to enter a drug rehabilitation program, as outlined

elsewhere in this policy, he or she will be subject to unannounced random tésting up io four ..~

times durlng the one-year period after successful complet10n of the rehabilitation program.

" Upon such an employee S return to work, he or she W]ll be subject to unannounced randorn drug -
testing up to four times during the one-year ‘period after completion of the rehabilitation
program. lithe employee has a verified positive drug test at any time durlng that year, he or she.
will be subject to disciplinary action; up to ‘and including -dischatge, in acéordance with the
' collecnve bargammg agreement and Career Scrvice requ1rements if apphcable

g | Management Respons1b111t1es

. A manager or supemsor requestlng {hat an employee be reqrnred o subrmt to a drug or alcohol
- test must document in Wr1t1ng, the facts constltutmg reasonable susp1c1on :

h. Employee Respons1b111t1es

While the proper use of medlcally prescribed drugs is not per se a violation of this pol1cy,
employees must notify management if they are taking any medication that is known to possibly
adversely affect their ability to safely perform the job. In the event, there is a questron regarding
an employee’s ability to safely and effectively perform assigned duties Wlnle using prescnbed
drugs clearance from a qualified phys1c1an shall be requlred

i Consequences ofa Pos1t1ve Test Result

If the MRO has verified a positive test result and notified the Treasurer’s Office, the employee
will be considered medically unqualified to work and subjeet to disciplinary action, up to and
including discharge; in.accordance with the collective bargaining agreements and Career Service .
' requirements, if applicable. However, any employee testing positive: for drugs and alcohol i in .
violation of this policy will be granted a one-time opportunity to successfully complete a drug
rehabilitation program; as provided under Cook County’s medical insurance plan(s). Any cost of
rehabilitation, over and above that paid by the County’s medical insurance plan(s), must be borne
by the -employee. -The Employee Assistance Program (“EAP”), in consultation with the
employee will help the employee to enroll in an appropriate rehab111tat1on program. '

During the employee s period of rehabilitation treatment, he or she will be placed on FMLA/swk
leave, as governed by the collective bargaining agreement. No disciplinary action will be taken-
provided the employee successfully completes such a program, including the employee s full
cooperanon with the treatment center and the Treasurer s Ofﬁce

If the employee is allowed to return to work after participating m an approved drug or alcohol
rehabilitation program, his' or- her return must be authorized by the program’s attending
physician. ‘The attending physician must certify that the employee can meet the safety and
performance standards of the Treasurer’s Office.
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i Voluntary Rehabilitatlon Prior to Testing :

To encourage employees with substance or alcohol abuse problems to énroil Voluntarlly ina drug
and/or alcohol rehabilitation program, any employee will be permittéd to enroll in such a
‘program oni a one-time basis. To be considered voluntary, (a) the employee’s request to enroll in -
such a program must be made to the EAP prior to a request by the Treasurer’s Office that the
employee submit to drug or alcohol tésting, and (b) the employee must successfully complete the :

program mcludmg full cooperatron with the treatment center and the Treasurer s Office,

Any leave of absence required for the program wrll be treated as sick leave and will be governed
by Cook County’s medical insurance plan(s) and the collective bargammg agreement I
applicable, this also will be considered ‘approved urrder the AMLA" policy. " Any cost of
rehabilitation, over and above that pard by Cook County medrcal insurance plarr(s) must be -
~ borne by the employee :

The employee’s return to Work must be authorrzed by the program s attendmg physrerau The
attending physician must certrfy that the employee can meet the safety. and performance
standards. of the Treasurei’s Ofﬁee The employee also Wlll be requ1red to submrt to a drug test
as part of this or- her retum to-work physrcal exammatron e e e

Employees who Voluntarrly enter a drug or alcohol rehabrlrtatron program are not subJ ect to the
post-rehabilitation random testing. . L
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 APPENDIX D

A.  DRUG-FREE WORKPLACE POLICY

The Treasurer’s Office is commitied to maintaining a safe, productive work environment. An
employee who is under the influence of drugs poses a serious threat to his or her own safety and
the safety of others. Also, a person cannot do his or her job effectively while working under the
influence of drugs. Your personal protection and the quality of your work are very important to
us. Equally important is the fact that the illicit use of drugs is unlawful. For these reasons, the
Treasurer’s Office has developed the following policy: '

“The use of the term “drug” in this policy refers to both Iégal and illegal controlled substances
unless the legal use is pursuant to the instruction of a physician who has been informed of the
employee’s job duties and has advised that the substance does not adversely affect the

employee’s ability to safely perform his/her job.

~ The use, sale, purchase, manufacture, distribution, dispensation, presence in one’s system or
possession of drugs by any employee in the Treasurer s Office, on County premises, engaged in
County business, or while operating County owned or leased equipment or vehicles is strictly
prohibited and is grounds for discipline up to and including immediate discharge. It may also
result in criminal prosecution by the appropriate authorities. ' '

. Employees must notify the Treasurer’s Office as well as the administrator of any federal grant on
which they may be working within 5 days of any criminal drug statute conviction for a violation ,
oceurring in the workplace. Employees convicted of off-the job drug activity also may be -
considered to be in violation of this policy. In deciding what action is necessary, the Treasurer’s
Office will take into consideration the nature of the charges, the employee’s ‘present job
“assignment, the employee’s record with the Treasurer’s Office, the impact of the employee’s
conviction on the Treasurer’s Office and other factors the Treasurer’s Office may deem relevant.

The Treasurer’s Office is interested in supporting and assisting those who are willing.to help
themselves by voluntarily seeking assistance. Employees are encouraged to request assistance
from the Treasurer’s Office and reputable sources in the community. Information regarding
confidential employee assistance counseling and or rehabilitation may be obtained from the
County’s Employee Assistance Program (“EAP”). The Treasurer’s Office shall take no adverse
employment action against an employee whom, prior to becoming subject to any of the grounds
for testing listed in this policy, voluntarily seeks treatment, counseling or other support for a drug
related problem. However, seeking such assistance will not be a defense for violating the
Treasurer’s Office’s policy regarding drugs. Nor will it excuse or limit the employee’s
obligation to meet the Treasuret’s Office’s policies or standards regarding attendance, job
performance and safe and sober behavior on the job. '
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| B.. DRUG AND ALCOHOL ABUSE POLICY AND TESTIN G
PROCEDURES

Abuse of controlled substances and alcohol is universally recognized as a significant and
pervasive health, safety and economic problem. The Cook County Bureau of Human Resources
- not only shares the public’s concern about substance abuse, but is responsible to the public for
ensuring that our employees are not a part of this ep1demlc social problem.

Hence, for both the protectlon of the general public and the wellbemg of our employees, the
County of Cook maintains a strict Drug and Alcohol Abuse Policy. Full compliance with this
Policy is a condition of continued employment by Cook County. In addition, employees are
required to comply fully with the Cook County Drug Free Workplace Act Policy and the rules of
conduct set forth in the Cook County D1301p11nary Action Pohcy and Procedure ‘

Any- d1s01p11nary action  under this Policy is subject to (1) collective bargaining agreements
between all affected unions and Cook County; (2) the Cook County Disciplinary Action Policy
and Procedure; and (3) the Statutes and Rules of the Career Service Commission of Cook
County. Cook County intends to give the same consideration to persons with chemical
dependencies as it does to-employees having other discases. In the case of substance or alcohol
abuse, this agency will use constructive disciplinary measures to motivate the employee to seek
assistance. If the available assistance fails, the penalty for continued drug use shall be-
termination of employment or other sanct10ns

. Drug testing will be conducted on current employees and apphcants for employment under the -
following circumstances: (1) pre-employment, (2) reasonable suspicion, (3) return to work, “
post-accident, and (5) transfer (other than mtradepartmental transfers). Alcohol testing will be -
conducted only when there is (1) reasonable suspicion; (2) post-accident; or (3) where there is
any other job related business need to do so. At least two (2) managers or superv1sors requesting
that an employee submit to a drug or alcohol test must document, in writing, the facts
constituting reasonable suspicion. A positive test result presumptively indicates that the
employee is under the influence of drugs and is unfit for duty,

a. Testing Procedures
The Medical Unit Facility will test employees for the following drugs:

THC (MARIJUANA) METABOLIES!
COCAINE METABOLITES?

OPIATE METABOLITES _
AMPEHETAMINES/METAMPHETAMINES
" PHENCYCLINDINE (PCP)

ALCOHOL (if job related and business need)

*« ¢ 8 o°o 2

! Delta-9-tetrahydrocannabinol-9-carboxylic acid

-2 Benzolylecgonine
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b. Specimen Collecﬁon Procedures

'Specim_en collection is conducted by trained personnel of the Cook County Bureau of Human
Resources Medical Unit. A urine drug testing custody and control form documents the specimen
collection and accompanies the specimen to the laboratory. The disclosure of any prescription
medications on the custody and control forms will require that the employee produce the
- prescription or medication container within five (5) working days to the Medical Department.
Failure to provide the prescription within the five (5) day period will result in a report of a
 positivé test result and subject the employee to the provisions of Section V of this protocol.

Specific procedures followed during collection. of the specimer include: (1) positive

identification of the employee; (2) removal by.the employee of his or her outer garments only -

with reasonable cause; (3) washing of the employees hands prior to collection of specimen; (4)
- securing of the water sources in the collection sites enclosure: (5) adding of bluing agent to toilet
. tank and bowl; (6) the collector remains outside the enclosure; (7) employee may flush the toilet
~only after releasing the specimen to the collector; (8) the specimen container must.contain at
least 60 ml of urine; and (9) the container will be sealed and initialed by the employee and
collector. ' - ‘

- An employee is ensured of privacy when providing a urine specimen for testing except when; -

The employee presents a specimeén that is outside the accepted tempera_tufe range and he or she
refuses to have an oral body temperature. measurement; or the body temperature measurement
varies more than l-degree C from the specimen temperature or the specimen has a pH

concentration factor that is outside normal range; or

| (1 The coll'ect'or‘observes conduct clearly and unequivocally indicating an
attempt to adulterate or substitute the specimen; or

(2)  The employee’s last provided specimen was determined to be diluted; or
(3)  The empioyee has previously had a verified positive fest.

If a direct observation is required'_as a result of these speciﬁc- circumstances, the collector will be
-the same sex as the employee. S

If the employee cannot providé a sufficient VOlume' of -urine, he or she shall rfemain at the
collection site and be provided fluids to drink. An employee shall be given a three (3) hour
period in which to provide an acceptable specimen. Failure to provide a specimen during that

* time period shall constitute a positive test result and subject the employee to the provisions of
Section V of this protocol. : R S .

- The Collector inspects the specimen for volume, temperature, color, pH concentration factor, and
unusual signs of contamination. ' ' :

If the employee refuses to cooperate with the collection process, the collector will notify the
Cook County Burcau of Human Resources and note the non-cooperation on the employee’s urine
custody and control form. Non-cooperation with the collection process; failure to adequately
complete the process; falsification of questions on custody control forms; or any attempt to
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adulterate or substitute a specimen, shall be cause for disciplinary proceedings up to and
including discharge.

c. Laboratory Procedures

In all testing, an initial drug screening using DAU/EMIT methodology is performed by trained
laboratory personnel of the Cook County Bureau of Human Resources Medical Department. If
the specimen tests positive, the specimen is sent to a laboratory certified by the U.S. Department
of Health and Human Services (“DHHS") for confirmatory testing. C

Following are the basic laboratory analysis procedures:

(D Use of a chain of custody procedure to track and preserve the integrity of
the specimen throughout the lab processes. , '

2) Onée aécepted by the laboratory, the specimen remains in secured storage.
Aliquots (small amounts) of the specimen will be used for conducting
tests. )

(3)  Screening of the specimen using an immunoassay analysis. Cut-off levels
- are established to determine if the specimen contains drug metabolites. If
the' amount of metabolite is below the cut-off level, the specimen is
reported as negative, '

4 A specimen that is positive in the initial screening will be sent to a DHHS
certified laboratory for confirmatory testing by gas chromatography/mass
spectrometry methods. If the amount of metabolite is above the cut-off
level the specimen is confirmed positive; if it is below the cut-off level it
is reported as a negative result. '

Both Cook County and confirmatory laboratories retain all records related to the specimen for a
minimum of one year. The confirmatory laboratory provides secure storage -of a positive
~specimen for at least one year. :

d. . Reporting Results

" All results are repoi‘ted to Cook Couﬁty’s Medical Review officer (MRO). The MRO is a
licensed physician of the Director of Employee Drug Testing, who has knowledge of substance
and alcohol abuse disorders. The MRO receives a certified copy of the lab results.

The MRO’s review and verification of positive test results is required before results are reported
to the Treasurer’s Office. An employee whose test result is positive will be provided with.an
opportunity to discuss the test results with the MRO. If the employee refuses to discuss the test
resulis with the MRO, the MRO' may verify the test as positive.

If the MRO concludes that there is a legitimate medical explanation for the positive result, the
test result is reported as negative to the Treasurer’s Office. Under such limited circumstances,
‘0o information that the test was reported positive by the laboratory is provided to the Treasurer’s
Office. ' '
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‘The employee may request, through the MRO, a re- analy51s (re-test) of his or her specimen.
This means a re-analysis of the or1gmal spec1men not of another specimen subsequently

collected.

If the MRO cannot contact the employee the MRO must notlfy the Treasurer’s Chief Deputy to

" contact the employce.

If the Chief Deputy cannot contact the employee, it shall place the

employee on temporary medwally unqualified status or medical leave.

If after five days from bemg not1ﬁed to do so, the employee does not contact the MRO, the MRO
W111 verify the positive test results to the Treasurer’s Chief Deputy. ’ '

¢. - Protection of Employee s Records

Both the Cook County Bureau of Human Resources Medical Department and the conﬁnnatory
laboratory maintain strict confidentiality of the test records in their possession. Access to those
records is only permitted in the event of a lawsuit, grievance, or proceeding initiated by, or on
behalf of the employee and arising from a positive drug test. Moreover, access under such
circumstances, will be permitted only to the following: (1) the tested individual; (2) the
Treasurer’s Ofﬁce or (3) the dec1s1on—maker in the lawsuit, grievance or other proceedmg

f. Testmg Requirements

-(1)

Reasonable Susplc1on

Reasonable susp1c1on is defined as a behef based on sufficient facts that an employee is using,
abusmg, or is under the influence of drugs. The suspicion must be drawn from specific, -
obJec‘uve facts and reasonable or rational 1nferences drawn from those facts in l1ght of
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Q)

(d)

When based upon the dlrect observatlon one supervisor trained in
the detection of probable drug use. and the employer has reasonable
cause to believe that an employee is under the influence of a
prohibited substange, the employer shall have the rlght to subject
that employee to a drug and/or alcohol test. The union will attend

~ supervisory training and will receive a list of the employees tested,

the reasonable suspicion observed, the test dates and test results.

An on-duty employee is required to submit to testing when the
employer believes the actions or appearance or conduct of the
employee are indicafive of the use of a .controlled substance or
alcohol. On-duty means all time from when an employee begins to
work or is required to be ready to work until such time as he.or she
is relieved from work and all responsibility for performing work.

The employee shall be placed on administrative leave with pay
until test results are available. If the test results prove negative, the
employee shall be reinstated.

However, any employee testing positive for drugs will be granted a’ |
one-time opportunity to successfully complete a drug and/or



alcohol rehabilitation program, as provided under Cook- County’s
medical insurance plan(s). Any cost of rehabilitation, over and
above that paid by the County’s medical insurance plan(s) must be
borne by the employee, | The Employee Assistance Program for
Cook County (“EAP”), in consultation with the employee, will
Jhelp the employee to enroll in. an appropriate rehabilitation
program,

() = During the employee’s period of rehabilitation, he or she will be

© placed on sick/medical leave, as governed by the collective _

- bargaining agreement. (If appropriate, this will be considered

- FMLA leave.) No disciplinary action will be taken provided the

- employee successfully completes such a program, including the

: - employee’s full cooperation with the treatment center. However,

N ' failure to successfully complete the program shall be cause for
' ' d1sc1plmary proceedmgs up to and including dlscharge '

(2)  Returnto Work

An employee must submit to a drug test upon refurn from any leave of absence of thirty (30)
days or more as part of his or her required return-to-work physical éxamination.

(3)  Post-Accident

An employee must submlt to a drug and/or alcohol test if he or she is involved in a Work-related '
- accident involving a vehicle, provided: (a) the eniployee’s conduet was a significant factor in the
accident, or (b) the accident results i in personal injuries requiring outside medical attention or in
- greater. than minimal damage to property. Such testmg will be required without regard. to
- whether the Treasurer’s Office has any reasonable suspicion of drug usage, while under the

- influence of drugs or alcohol, or reasonable suspicion to beheve the employee was at fault in the

accident and drug usage may have been a factor.’

The employee. is respon51b1e for reportmg such an accident to hlS or her supervisor and
submitting a urine specimen as soon as p0531b1e after the accident. An employee who is
seriously injured and cannot provide a specimen.at the time of the accident must provide the
necessary authorlzatlon for obtaining hospital records and other documents that would indicate
~ whether there were any controlled substances in his or her system. The failure or refusal of an
employee to fulfill these respon31b111t1es will subjeét him or her to d1selp11nary action, up to and
including discharge, m aocordance with the collectlve bargalmng agreement and Career Service
requ1rements if apphcable . :

) Random Drug Testmg

Random Selection: . This paragraph applies to all employees in the Treasurer s Office who are
not covered by a collective bargaining agreement. The Bureau of Human Resources conducts
random drug testing annually of at least 50% of the average number of employee positions, The
tests are unannounced and are spread reasonably throughout the year. Every employee has an
equal chance of being selected for testing. Refusal to submit to the test or failure to report within
two hours of notification will be deemed positive and the employee will be.subject to
disciplinary actlon An employee selected for random testing, by a computer program, will be
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informed by his or her supervisor of the specific time by which the employee must report to the
Cook County Bureau of Human Resources Medical Division for testing. Employees shall be
given sufficient travel time to and from the testing site. Employees who must be tested at a time
other than during their scheduled work hours will be paid for the time spent being tested.

Post-Rehabilitation: This paragraph applies to all employees in the Treasurer’s Office. If an
employee is required by the Treasurer’s Office to enter a drug rehabilitation program, as outlined
elsewhere in this policy, he or she will be subject to unannounced random testing up to four
times during the one-year period after successful completion of the rehabilitation program.

- Upon such an employee’s return to work, he or she W111 be subject to unalmounced random drug
testing up to four times during the one-year period after completion of the rehabilitation
program. lithe employee has a verified positive drug test at any time durmg that year, he or she
will be subject to disciplinary action, up to and 1nclud1ng discharge, in accordance with the
collective bargaining agreement and Career Semce requirements, if applicable.

g Ma:n'agem‘ent Respon31b111t1es

A :manager or superv1sor requesting that an employee be requ1red to submit to a drug or alcohol
test must document, in ertmg, the facts constituting reasonable SllSplClOl’l

h. Employee Responsibilities

While the proper use of medically prescribed drugs is not per se a violation of this policy,
employees must notify management if they are taking any medication that is known to possibly
adversely affect their ability to safely perform the job. In the event, there is a questlon regarding
an employee’s ability to safely and effectively perform assigned duties while using prescribed
drugs, clearance from a qualified physician shall be required.

1. Consequences of a Positive Test Result

If the MRO has verified a positive test result and notified the Treasurer’s Office, the employce
will be considered medically unqualified to work and subject to disciplinary action, up to and
including discharge, in accordance with the collective bargaining agreements and Career Service
requirements, if applicable. However, any employee testing positive for drugs and alcohol in
violation of this policy will be granted a one-time opportunity to successfully complete a drug
rehabilitation program, as provided under Cook County’s medical insurance plan(s). Any cost of
rehabilitation, over and above that paid by the County’s medical insurance plan(s), must be borne
by the employce. The Employee Assistance Program (“EAP”), in consultation with the

employee, will help the employee to enroll in an appropriate rehablhtatlon prograrm. '

During the employee’s period of rehabilitation treatment, he or she will be placed on FMLA/s1ck
leave, as governed by the collective bargaining agreement. No disciplinary action will be taken
provided the employee successfully completes such a program, including the employee’s full
cooperation with the treatment center and the Treasurer’s Office.

If the employee is allowed to return to work after participating m an approved drug or alcohol
rehabilitation program, his or her return must be authorized by the program’s attending
physician. The attending physician must certify that the employee can meet the safety and
performance standards of the Treasurer’s Office.
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j- . -Voluntary Rehabilitaﬁon Prior to Testing

To encourage employees with substance or alcohol abuse problems to enroll voluntanly in a drug
and/or alcohol rehablhtatlon program, any employee will be permitted to enroll in such a
program on a one-time basis. To be considered voluntary, (a) the employee’s request to enroll in
such a program must be made to the EAP prior to a request by the Treasurer’s Office that the
employee submit to drug or alcohol testing, and (b) the employee must successfully complete the
program, including full cooperation with the treatment center and the Treasurer’s Office. -

Any leave of absence required for the program will be treated as sick leave and will be governed
by Cook County’s medical insurance plan(s) and the collective bargaining agreement. If
applicable, this also will be considered approved under the AMLA policy.. Any cost of
rehabilitation, over and above that pald by Cook County medical insurance plan(s) must be

borne by the employee. '

The employee’s return to Work must be'authori’zed by the program’s attending physician. The
attending physician must cert1fy that the employee can meet the safety and performance
standards of the Treasurer’s Office. The employee also will be required to subm1t toa drug test
as part of this or her return-to-work physmal examination. :

Employees who voluntarily enter a drug or alcohol rehablhtation program are not subject to the
post-rehabilitation random testing. :
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